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ABSTRACT
Phenomenological Study on the Lived Experience of Black Women in Positions of
Leadership in California State Government
by Tonia Burgess
Purpose: The purpose of this phenomenological study was to explore the lived
experiences of Black women in their roles as leaders in the California state government
with respect to support received and barriers encountered.
Methodology: The phenomenological qualitative study involved exploring the lived
experiences of 12 Black women in positions of leadership in northern California state
government with regard to the supports they received and the barriers they encountered
during their careers in California state government. Patton (2015) asserted that
phenomenology's philosophical interpretation occurs when individuals only know what
they experience. Additionally, "to fully understand the phenomenon, it must be
described, explicated, and interpreted" (Patton, 2015, p. 116). In-depth interviews were
conducted virtually via Zoom. Study participants answered eight semi-structured
questions using an open-ended protocol to examine the supports received and barriers
encountered. Observation and triangulation were utilized, and the data were coded for
emergent themes.
Findings: The analyzed data resulted in 32 themes and 146 references. Sixteen major
themes emerged identifying the study participants' supports received and barriers faced.
Conclusions: After reviewing the literature and interviewing 12 Black women in former
or current leadership positions within California state government, the researcher
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concluded that Black women remain underrepresented in leadership positions in northern
California state government.
Recommendations: Based on the findings from this study, three recommendations were
put forth for future research to advance the understanding of how to examine and
improve the underrepresentation of Black women leaders in California state government.
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CHAPTER I: INTRODUCTION
Women are among the greatest contributors to the world; they were created with a
reproductive system enabling them to conceive children, thus making women solely
responsible for the births of the world’s population. Consequently, women have birthed
all of the world’s greatest leaders, and a countless number of those individuals have made
extraordinary contributions to the world. Yet, women continue to battle with bridging the
gap of equality in achieving leadership positions of their own in a patriarchal hegemony.
Women have pursued the right to education, healthcare, voting, equal pay, political
power, and religious freedoms as equal citizens in the United States (Dayton &
Levenstein, 2012). And in these times, women are continuing to pursue positions of
leadership.
A significant part of the United States Women’s Rights Movement occurred when
the Irish immigrated to the United States. Three million Irish immigrants left Great
Britain to escape an inferior class system that controlled religion, housing, health, wealth,
and employment (Brown, Castledine, & Valk, 2017). Fifty percent of the Irish immigrant
population that came over to the United States were women (L. Brown, Casteldne, &
Valk, 2017). However, these women did not attain leadership positions in the U.S.
workforce, “In 1900 the U.S. Immigration Commission reported that 71 percent of Irish
immigrant women in the labor force were classified as ‘domestic and personal workers’
and 54 percent were classified as ‘servants and waitresses’” (L. Brown et al., 2017, p.
14).
The integration of Irish women in the United States workforce impacted and
displaced American workers. Additionally, Black women in the United States who were
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seeking racial equality, justice, and fair treatment in a system impaired by segregation
and sexism that favored White men were also affected by the migration of immigrant
workers entering the United States (L. Brown et al., 2017). According to L. Brown,
Castledine, and Valk (2017), “although native-born White northerners had boasted that
the North was the pinnacle of American democracy and progressive, they remained
deeply ambivalent about Irish immigration that affected women’s rights and Black
freedom following the Civil War” (p. 14). Prior to the Civil War, there was the
separation occurring between the northern and southern states, as the economies of trade
increased throughout the world. Slavery and domestic servitude were forms of free or
lower paid labor that produced great wealth for the United States (T. Lewis, 2019).
During the antebellum reform era in the 19th century, women were mobilizing in
pursuit of equality for the right to healthcare, education, and social and political reform
that extended beyond the role of domestic servitude. Although divided by race and
ethnicity, many Black women joined their White counterparts in fighting for the rights of
all women in the United States, and many White women joined the cause for Black civil
rights (SuppÉ, 2014). Women understood the significance of having the right to vote.
Not having the right to vote impeded progress that would improve the quality of their
lives.
Susan B. Anthony was a leader during the Women’s Suffrage Movement. She
was anti-slavery and supported the American Anti-Slavery Society (Bilhartz, 2018). Her
views on religion, voting rights, race, and gender equality differed from those of
Elizabeth Cady Stanton, her primary collaborator in the suffrage movement. Elizabeth
Stanton staunchly opposed patriarchal governance held by religious institutions, whereas
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Anthony was able to set aside her egalitarian views to join forces with others to support
women’s rights issues (Durrans, 2018). Despite the women’s religious differences, they
worked tirelessly to advance the movement under the National Women’s Suffrage
Association (Bilhartz, 2018). Anthony’s persistent efforts with the New York legislature
in fighting for the 14th and 15th amendments for women’s right to vote as citizens and
granting married women financial entitlements were paramount in laying the foundation
for the 19th Amendment, which gave women the right to vote in addition to their
integration into the workforce. For three centuries, women’s continued effort to
persevere in the United States and around the world for freedoms that are common to
men has been documented. A remaining frontier is for women, particularly Black
women, to achieve equality in rising to leadership positions in organizations throughout
the United States. The researcher sought to examine stories of women’s continued effort
towards equal rights in society and in the workforce.
Background
Women in the United States Workforce
Landmark federal legislation occurred 44 years after women earned the right to
vote. The Civil Rights Act of 1964 was put in place to enforce the constitutional right to
vote for identified groups to prevent further discrimination, and it established a
Commission on Equal Employment Opportunities that included public employment for
protected classes entering the workforce (U.S. Equal Employment Opportunity
Commission, 2019). The legislation has expanded over the years by adding additional
groups. However, the original context of the law specifically included women and
minority groups identified by gender, race, and unfair treatment in public education and
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employment. Although the Civil Rights Act of 1964 was paramount in structuring
women's rights, there was a need to amend the 1964 legislation to strengthen the
interpretation of women’s rights and redefine it within the context of the factors that were
affecting women’s equality in a male dominant workforce.
According to the United States Equal Employment Opportunity Commission
(2019), the Glass Ceiling Act of 1991 “was adopted to strengthen and improve Federal
civil rights laws, to provide damages in cases of intentional employment discrimination,
and to clarify provisions regarding disparate impact action of employers” (para. 1).
Wilson (2014) defined the glass ceiling “as an invisible, covert, unspoken phenomenon
that exists to keep executive leadership position in the hands of Caucasian men” (p. 84).
Theoretical framework for women in the workplace. Researchers have
concluded that women have made substantial progress integrating into the workforce
since the 19th and 20th centuries. Fletcher, Jordan, and Miller (2000) expanded on
previously studied psychodynamic theory from Freud, Horney, and Sullivan by also
incorporating the research findings of relational theorists. Cherwitz and Darwin (1995)
asserted that relational theory has three rhetorical perspectives. The first perspective is
defined as “independence of reality, and it is based on an individual’s experience relating
to a world phenomenon or the person’s attitude, beliefs, and values” (p. 18). Second, the
researchers stated that “relationality” is the context in which an individual experiences
various circumstances related to world occurrences (Cherwitz & Darwin, 1995). The
third perspective, defined as “consciousness,” is a natural event occurring in relationship
with others that has a corresponding behavior.
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There are four relational frameworks that Fletcher et al. (2000) argued exist in the
workplace for women pursuing leadership roles. First is “fix the women,” which is a set
of interventions found in training and development for women to succeed. Second is that
the organization “creates equal opportunities” to minimize discrimination. The third
approach is “value difference,” which seeks to eliminate the difference in gender so that
women are appreciated, and the fourth is to revise the work culture to examine the role
of women’s mental health in an organization to distinguish the difference between men
and women in the workplace (Fletcher, Jordan, & Miller, 2000). Although relational
theory offers a respected framework that addresses concerns women face in the
workplace, additional researchers, such as Dr. Joseph White, offered a diverse
psychology that explores ethnic and gender minorities’ experiences in life and in the
workplace and offers an additional perspective to the researchers’ framework (as cited in
Cokley, Palmer, & Stone, 2019).
The Representation of Women Leaders in the Workforce
Ndekugri and Pryor (2018) asserted that there are four managerial positions: (a)
top-level, (b) middle level, (c) first line, and (d) non-management. Moreover, their
review of literature covered three decades of examining factors associated with male
dominance within government, military, and Fortune 500 companies. Their research
identified that women’s growth into managerial roles is slow. Two of the factors
continuing to exist are the invisible ceiling and the stereotype that men work more
efficiently than women do. Furthermore, based on the findings of Ndekugri and Pryor
(2018), “57% of the respondents in their research indicated Caucasian women were more
likely placed in managerial roles in Corporate America than black women and yet 43% of
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the respondents disagreed that Caucasian women had an edge over black women” (p.
43).
United States data showed a decline of women represented in the workforce
after the 2007-2009 recession in both the public and private sector (U.S. Bureau of Labor
Statistics, 2019). Moreover, statistics reflect a significant decline of Black women in the
workforce (U.S. Department of Labor Women’s Bureau, 2019). Although Black women
have obtained higher levels of education than they had in previous decades in order to
remain competitive in the workforce, this has not significantly improved their ability to
attain leadership positions (Bell, 2015). The United States Department of Labor
Women’s Bureau unemployment totals for 2016 indicated that Black women with a
bachelor’s or advanced degree make up 4.3% and 3.1% of the unemployed population,
respectively, and White women with the same levels of education represent far less,
with 2.5% and 2.1%, respectively, of the same population (U.S. Department of Labor
Women’s Bureau, 2019). With so few women of color holding leadership positions, the
representation of inclusivity is strained in the workplace (Armstrong, 2018; Barnes, 2017;
Vasconcelos, 2018). A recent study concluded that Black women are deemed doubly
disadvantaged in the workforce after the 2007-2009 recession in both the public and
private sectors (Laird, 2017).
Black Women in the American Workforce
Blackwell-Johnson (1998) wrote, “you could not work for peace and freedom
without working against discrimination” (p. 467). After the Women’s International
League of Peace and Freedom opened its membership to Black women, it became
increasingly important for them to work alongside White women on the issues of societal
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racism leading up to the Civil Rights Movement. According to Dillard (2016), “Black
women have led and loved in a place that has never affirmed Black womanhood” (p. 29),
thus lessening the importance of the work Black women have contributed towards
women’s equality in the workforce.
The literature documents that Black women’s historical contributions toward race,
gender, discrimination, and social equality only began to emerge in scholarly domains
beginning in the 1960s (Lawson, 2018). Despite the considerable strides Black women
have made in obtaining executive-level positions in organizations, the duality of race and
gender continues to negatively impact the experience of Black women in the workplace
(Combs, 2003, p. 387).
Historical Context for the Leadership Roles of Black Women
Black women have advocated and pursued leadership roles from the 19th and 20th
centuries continuing into the 21st century. Literature has provided a historical framework
demonstrating distinctive characteristics used by Black women to overcome racial,
economic, and social justice constraints to establish support systems that have advanced
their efforts to compete for positions of leadership (Blackwell-Johnson, 1998).
Black women participated in the Women’s Suffrage Movement from 1848-1921 in
addition to the Civil Rights Movement of the 1950s and 1960s, sharing in the fight
against racial discrimination, sexism, and gender inequality. The goal for Black women
was to have a voice and be recognized as equal citizens under the law in the United
States. Black women have worked with women’s groups and organizations to
deconstruct the political power structures that have limited their access to leadership
positions. Black women have been relegated to positions of servitude, housewives, and
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administrative support, and they have been oppressed in these positions and separated
from a political system that governs decisions that affect them and the lives of their
families (Aprele, 1996).
Black women have been deemed invisible in their advocacy and contributions
throughout United States history (Phakeng, 2015). Before the end of the Women’s
Suffrage Movement of 1921, there were three Black women who were board members of
the Women’s International League for Peace and Freedom. These women worked
alongside Jane Addams, a White woman who was a social worker. Jane Addams was
known for her seminal contributions as an activist fighting for women’s rights to
education, healthcare, housing, international peace, and other freedom issues around the
world. Jane Addams was the first woman to receive a Nobel Peace Prize for her work,
and she also received an honorary degree from Yale (Sarvasy, 2015). However, the
contributions from three Black women—Mary Church Terrell, Helen Curtis, and Addie
Hunton—are obscured throughout literature; they received minimal recognition for their
activism and work in support of Ms. Addams’s advocacy for social justice reform for
women in the United States and internationally (Blackwell-Johnson, 1998).
Furthermore, Ella Baker was a Black activist during the 20th century. She
worked alongside Rosa Parks during the Montgomery bus strike. Ella served as an
assistant field secretary for the National Association for the Advancement of Colored
People (Delany & Rogers, 2004). Although Ella Baker’s work toward mobilizing the
Black community was significant, she was relegated to the role of field secretary because
Black men struggled to recognize women as leaders (Blackwell-Johnson, 1998). Ella
Baker rejected the hierarchical belief that limited women to positions of servitude
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(Blackwell-Johnson, 1998). Her tireless efforts during the Civil Rights Movement were
to engage all people to fight for solutions that improved their lives, the community, and
the future of Black people. Ella Baker did not espouse the same belief as the National
Association for the Advancement of Colored People (NAACP), which solicited only the
help of Black professionals. She believed entire communities needed to work
collectively to challenge racism, discrimination, and oppression for people of color
(Blackwell-Johnson, 1998).
The Lack of Black Women in Leadership Roles in the Workplace
While reports have indicated progress has been made in the advancement of Black
women in the workplace (Combs, 2003), subsequent studies have challenged this
ideology. Damaske, and Frech (2016) postulated, “despite changes in employment in the
20th century, there continues to be uneven and stalled opportunities for women” (p.
365). History has revealed a variety of barriers hindering the career growth of women of
color, such as inequality, gender, race, and stereotypes impeding their efforts to reach
leadership roles in the workplace (Blackwell-Johnson, 1998).
Barriers
Chang, Milkman, Chugh, and Akinola (2019) studied the diversity of thresholds
on Standard and Poor’s boards in the United States. Corporate board data from 20022012 were reviewed, examining the underrepresentation of women and racial minority
groups on boards. The researchers tested theory and hypotheses on the effects of the
descriptive social norms around diversity goals and on the role of visibility in influencing
corporate boards’ decisions regarding their hiring practices for race and gender. The
results of the three hypotheses in Study 1 revealed that United States boards
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disproportionately include the exact number of women to meet the social descriptive
norm. In addition, Study 2 showed that boards that have met the social descriptive norm
are less likely to add underrepresented groups once they have met the objective
quota. The third study was based on manipulated data that provided qualified candidates
for board positions, and it showed that companies that receive greater media scrutiny are
more inclined to exceed the acceptable board quota (coined “tokenism”) to include “twokenism,” (Chang, Milkman, Chugh, & Akinola, 2019, p. 16) which indicates that the
board has two women, thus meeting the social descriptive acceptable norm. The study’s
findings also revealed empirical data illustrating the negative implications of social
norms and thresholds affecting the underrepresentation of women and minorities when
corporations only maintain the minimum requirement as a show of diversity and
inclusion. However, although these kinds of barriers have slowed Blacks’ progress in
obtaining leadership positions, many have found moderate support in the workplace.
Supports
Despite the challenges, Black women have experience in obtaining positions of
leadership. Black women are finding supports that encourage them to continue to
persevere. According to Farrow's (2008) study, Black women believed mentoring had a
positive impact on their career development. The women in the study defined mentoring
as aiding in career guidance, advice, counseling, sharing ideas, obtaining feedback, and
receiving support. Additionally, the study findings showed that Black women preferred
informal mentoring. Participants in the study indicated the psychological benefits
mentoring had on them. The women expressed that they gained friendships that extended
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the level of encouragement, counseling, and role modeling received from the connections
developed through the mentor/mentee relationships.
Black Women in Leadership Roles in California State Government
Delany and Rogers (2004) asserted, “until recently, the academy of higher
education did not perceive the leadership of black women merited scholarly analysis” (p.
2). Thus, the collection of history about Black women’s leadership in U.S. government
relies on two accounts from a critical ethnographic case study aimed at understanding
Black women who held political leadership positions in Chicago’s government (Delany
& Rogers, 2004). The body of research was a collection of oral histories that examined
the phenomenological lived experience of Black women who were directors of
universities and governmental organizations. More recent research revealed two
phenomenological dissertations that explored the lived experience of Black women in
federal government positions of leadership and in the United States Department of State
(Bell, 2015; Butler, 2013). Therefore, the background history for Black women in
positions of leadership in California state government is null.
According to the California Department of Human Resources Agency (CALHR)
(2017), data examined from the Bureau of Labor and Statistics (2017) reported that
women make up 54% of the civil service workforce in California. Black women held 7%
of leadership positions, while White women held 24.6% of leadership positions in
California state government. Black women represent a significantly lower percentage of
the overall employment population for civil service employees than White women do, in
addition to holding nominal positions of leadership in California state government.
Therefore, the researcher sought to understand what limitations caused the
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underrepresentation of Black women in positions of leadership in California state
government.
Table 1 illustrates data from the CALHR (2019) statewide employment statistics,
which showed that the state's workforce has 219,604 employees, and Black women make
up 7% of the employment population. Additional data show that Black women in
management positions represent 7% of the employment population for California state
government (California Department of Human Resources [CALHR], 2019).
Table 1
California State Government Management by Gender and Race

Note. Adapted from the “Statewide 5102 Report State Employees by Occupation Group
and Classification,” by California Department of Human Resources, 2020. Retrieved
from ca.gov
Research Gap
The demographic data illustrates the actual numbers of women in leadership
positions in California state government by race/ethnicity. The data shows that Black
women account for 7% of leaders in that workforce. Although research reveals that a few
Black women in the U.S. workforce have been studied, the narratives of how these
12

women achieved leadership positions did not fully convey the supports they received and
the barriers they overcame. The barriers and supports these women experienced along
their journeys are essential stories that will benefit Black women as they seek to
transition into positions of leadership.
Statement of the Research Problem
Despite the Civil Rights Act of 1964 and the Glass Ceiling Commission Act of
1991, Black women are underrepresented in the workplace in positions of leadership
(Barnes, 2017). According to the Bureau of Labor Statistics (2019), women make up
57.1% of the workforce, and Black women constitute 62.6% of the United States labor
market. According to the United States Census Bureau (2020), California has an
estimated population of 39 million people, and it is the fifth largest economy in the
world. Blacks collectively represent 6.5% of California’s population. In addition,
California’s public labor sector employs 24% of the state’s total workforce (Wilcher,
Doherty, McSherry, & Sun, 2019). Moreover, in Sacramento County, women make up
46% of the labor workforce (Wilcher et al., 2019). However, while the percentage
of women entering the workforce has increased, Black women remain stagnate in lowerto middle-level positions, holding just 7% of managerial positions in California state
government (CALHR, 2020).
After the recession of 2007-2009, private and public sector jobs were eliminated
in clerical, secretarial, and administrative positions, which had been predominately held
by Black women since the 1940s (Laird, 2017). Public employment agencies, which
include state government, represent one of the significantly impacted areas (Laird, 2017;
Wilcher, 2019). Laird (2017) wrote,
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public sector stratification is important for two reasons, first because the social
scientists consider public jobs are a major source of economic mobility for black
workers; second, understanding the decline of public employment should inform
debates about the issues of race and inequality for public sector jobs in the United
States. (p. 393)
Additionally, Wilcher et al. (2019) identified that “uneven diversity policies have resulted
in a workforce that lacks diversity in comparison to the private sector” (p. 6). In 2017,
Forbes, a leader in business information and financial trends, published an article citing
research conducted by American Express in 2016 about emerging leaders. The research
showed that Black women were ranked highest amongst emerging leaders from 20072016. The article stated that despite "well-documented adversities, Black women are
using their adversity to fuel their determination and share their experiences with other
Black women to encourage them to step up and take on the leadership challenge"
(Gaudiano & Hunt, 2017, para. 3). The researcher sought to examine the lived
experiences of Black women in California state government who are in mid-management
to executive-level positions to study an area not examined in prior research.
Purpose Statement
The purpose of this phenomenological study was to explore the lived experiences
of Black women in their roles as leaders in the California state government with respect
to support received and barriers encountered.
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Research Questions
This study was guided by the following research questions:
1. What are the lived experiences of Black women in their roles as leaders in
California state government positions with respect to personal supports,
organizational supports, cultural supports, and stereotypical supports?
2. What are the lived experiences of Black women in their roles as leaders in
California state government positions with respect to personal barriers,
organizational barriers, cultural barriers, and stereotypical barriers?
Research Sub-Questions
Eight research sub-questions were developed to help answer the study research
Questions:
1. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
personal supports?
2. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
organizational supports?
3. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
cultural supports?
4. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
stereotypical supports?
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5. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
personal barriers?
6. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
organizational barriers?
7. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
cultural barriers?
8. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
stereotypical barriers?
Significance of the Problem
The results of this research study will offer insight into the supports that assisted
Black women in navigating through institutional barriers influenced by leadership
perceptions imbedded in hegemony constructs. According to Dayton and Levenstein
(2012), several studies have posited that a coalition of women and minority groups are
claiming rights to break down barriers, and they are experiencing positive outcomes. The
reflection of women’s experiences in the 21st century is highlighting women’s
achievements toward a balance of power and social equality in positions traditionally
held by men (Dayton & Levenstein, 2012). However, in spite of the advancement of
women in the workplace, Black women continue to be underrepresented in key
leadership positions in government. Parker (2001) concluded that as organizations began
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to evaluate women in management, the focus has been limited to predominantly one
group (Nkomo, 1988). Moreover, with a forecast towards an inclusive, diverse
workforce, organizations need to reconceptualize leadership roles from a multicultural
perspective (Parker, 2001).
This research study was significant because it offered a neutral interpretation to an
emerging body of literature about the lived experience of Black women in U.S. state
government in the 21st century. Although the state of California provides quantitative
demographics on race and diversity, it is important to explore qualitative research about
underrepresented groups identified in the state’s data on workforce equality. In this
study, the qualitative stories behind the previously documented quantitative demographic
data in California were explored.
This study was significant because there is only a limited body of scholarly
research examining Black women's history before and after the Civil Rights Act of 1964
(Brewer, 2011; Lawson, 2018). Also, there are limitations in the literature represented.
Many of the narratives offered about Black women's history and lived experiences are
presented by Eurocentric scholars. Dayton and Levenstein (2012) identified, “the
exploration and work on politics has entered a burgeoning involving women’s and gender
history that offers a different perspective on race, government, policy and the economy”
(p. 794). The dichotomies between Eurocentric interpretation and the voices of Black
women’s lived experiences about intersectional identity related to issues of race and
gender biases are subjective to the interpreter. The significance of this study was that its
focus was on the experiences of Black women leaders from their perspective as reported
by a Black woman researcher and not from the Eurocentric perspective predominantly
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found in the literature. Having that perspective in the study and then bringing that
perspective into leadership in the workplace will serve to broaden the perspective of
leadership by including Black women’s voices. Haskins et al. (2016) expressed that
when called upon to represent a collective perspective, the effects of intersectional
identity on Black women in the workplace require them to choose one over the other,
which has lingering consequences on Black women.
Definitions
African American. The term “Black” changed to African American, thus
providing an ethnic identity signifying Blacks with reference to a country or point of
origin (Martin, 1991).
Barriers, cultural. Demonstrated through self-identity attributed to patterns of
behavior related to culture where an individual view themselves as inferior or superior;
these beliefs can thwart an individual’s progress or growth (Cokley et al., 2019).
Barriers, organizational. Can include the lack of diversity and inclusion,
stereotyping, informal workplace networks, isolation, tokenism, poor communication,
failure to include employees/leaders in the decision-making process, differing
expectations, lack of mentoring and fostering a non-inclusive work environment (Evans
& Chun, 2007).
Barriers, personal. Defined as conditions or events that occur to an individual in
his or her environment that makes progress challenging (Candia-Bailey, 2016).
Barriers, stereotypical. “Convey to stigmatized individuals the stereotypical
accusations that specifically devalue their group’s social identity” (Davies, Spencer, &
Steele, 2005, p. 276).
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Black. The Hall court determined that the term Black has a broader meaning than
the term “negro.” It might include negroes in addition to African Americans but not
narrowing the context to an ancestry that came from the African content (Oh, 2009).
Current leader. For the purposes of this study, the term “current leader” refers to
persons currently holding mid-level to executive-level leadership positions in California
state government. Staff Services Manager I is the first level leadership position over
administrative work. The next level is the Staff Services Manager II, who (a) has full
management and supervisory responsibility, (b) is generally in charge of significant staff
functions, and (c) has subordinate supervisors. Third, the Staff Services Manager III is a
person who supervises the first and second level managers and is responsible for
technical and complex programs. Finally, a person serving as the Career Executive
Assignment is a high-level administrator who influences policy decisions within state
civil service, and there are three levels of pay for this classification (CALHR, 2020). A
person currently holding any of these positions is considered a current leader.
Discrimination. The term refers to a policy or practice that applies to everyone,
regardless of race or color, that prohibits or negatively impacts an individual from
employment opportunities (EEOC, 2020).
Former leader. For the purposes of this study, the term “former leader” refers to
persons who formerly held mid-level to executive-level leadership positions in California
state government. Such positions include: Staff Services Manager I is the first level
leadership position over administrative work. The next level is the Staff Services
Manager II, who (a) has full management and supervisory responsibility, (b) is generally
in charge of significant staff functions, and (c) has subordinate supervisors. Third, the
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Staff Services Manager III is a person who supervises the first and second level managers
and is responsible for technical and complex programs. Finally, a person serving as the
Career Executive Assignment is a high-level administrator who influences policy
decisions within state civil service, and there are three levels of pay for this classification
(CALHR, 2020). A person who used to hold any of these positions is considered a
former leader.
Gender. Defined as a person’s biological sex and the “gender” of a person’s race
are perceived as feminine or masculine associated with demographic characteristics
(Hall, 2015).
Leadership. An individual who can influence a group of people to achieve a
common goal. Leaders might hold positions of authority and power within an
organization (Northouse, 2016).
Management. Focuses on the day-to-day operation and traditionally focuses on
activities of planning, organizing, staff, and controlling (Northouse, 2016).
Minority. Defined as a part of a population differing from others in some
characteristics and often subjected to differential treatment (Webster, n.d.).
Race. Described as discrete groups of people or affinity groups, groups of people
connected by principles, family, or biology (Oh, 2009).
Sexism. A term used when individuals are facing some form of oppression or
discrimination. White women experience sexism, while Black women can often
experience several “isms,” which include racism and classism (T. Jones & Norwood,
2016).
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Stereotype. Refers to generalizations about a group of people that are based on
inaccurate or incomplete information. Stereotypes are influenced by sources that include
television, books, music, peers, and family (Wilson, 2014).
Supports, cultural. Established social and community networks that positively
support and influence individual’s self-identity, cultural influences and in personal and
professional environments (Packer-Williams & Evans, 2011).
Supports, organizational. Described as systems which include effective
communication, provides access to workforce development, promotes upward career
mobility, coaching and mentoring programs and practice fair employment and workplace
practices that include diversity and inclusion (Delany & Rogers, 2004).
Supports, personal. Encompass acceptance and inclusion to informal and formal
social networks that support individual growth and development through coaching and
mentoring (Combs, 2003).
Supports, stereotypical. Described as social constructs formed around
characteristics such as race, sex, and gender that can encourage positive outcomes when
rationalizing group dynamics in the affirmative (Riley, 2010).
The glass ceiling. A term for an invisible, covert, and unspoken phenomenon that
exists to keep executive level positions in the hands of Caucasian males (Wilson, 2014).
Tokenism. A term that influences career advancement directly and indirectly due
to the fulfillment of cultural placement within an organization for men and women (C.
Lewis, 2016).
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Delimitations
This study was delimited to current and former Black women leaders in California
state government who live in northern California and occupy or occupied one of four
positions. Staff Services Manager I is the first level leadership position over
administrative work. The next level is the Staff Services Manager II, who (a) has full
management and supervisory responsibility, (b) is generally in charge of significant staff
functions, and (c) has subordinate supervisors. Third, the Staff Services Manager III is a
person who supervises the first and second level managers and is responsible for
technical and complex programs. Finally, a person serving as the Career Executive
Assignment is a high-level administrator who influences policy decisions within state
civil service, and there are three levels of pay for this classification (CALHR, 2020).
Organization of the Study
This study is organized into five chapters. Chapter I explored the background of
the study, the problem to be addressed, the rationale for conducting the study, and the
specific research questions to be answered. Chapter II addresses the literature
surrounding the topic and problem of the study. Chapter III addresses the methodology
of the study, including the research questions, study design, population, sample, and data
collection and analysis. Chapter IV provides a detailed review of the findings of the
study, and Chapter V relates the researcher’s conclusions and recommendations based
upon the findings.
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CHAPTER II: REVIEW OF THE LITERATURE
The purpose of this qualitative phenomenological study was to gain insight into
the lived experience of Black women in California state government leadership positions.
More specifically, the goal was to explore the perceived supports that Black women in
California state government experience and to understand the social and political
influences that present challenges for Black women seeking positions of leadership in
state government. A review of historical literature concerning gender, stereotypes, and
under-representation of women in the workforce was conducted. The literature indicated
that Black women constituted one of the groups significantly impacted after the 20072009 recession. According to Laird (2017), Black women were impacted by gender;
ethnicity; and the elimination of clerical, secretarial, and administrative positions.
Furthermore, the decline in government jobs showed that Black women had a higher
unemployment rate compared to White women in the workforce (Laird, 2017).
The literature review is organized into the following 13 sections:
•

Overview of women in the workforce

•

Women in the U.S. workforce

•

Women leaders in the U.S. workforce

•

Black women in the U.S. workforce

•

Discrimination toward women in the U.S. workforce

•

Legislation intended to avert discrimination toward women in the workforce

•

Leadership theory

•

Black women in leadership

•

Barriers encountered by Black women in leadership
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•

Black women in the California workforce

•

Intersectional identity theory

•

Supports to leadership

•

The research gap

All of this is followed by a summary of the chapter.
Overview of Women in the Workforce
Studies about Black women in leadership positions in the public and in
government identified several challenges faced by Black women seeking leadership
positions in the public and private sectors. The focuses of these studies were the Civil
Rights Act of 1964 and the federal government’s Glass Ceiling Commission legislation
that was put in place to reduce the adverse discrimination against women and minorities
in the workplace. These studies covered race, ethnicity, and gender barriers in hiring
practices and promotional opportunities for racial minorities and women. A review of the
literature referenced statistical data and job sorting information relevant to these
challenges encountered by Black women while competing for leadership roles held
predominately by men.
Women continue to experience problems with pay and equality in the workforce.
In a 2018 report published by McKinsey and Company, the company surveyed 279
companies throughout the United States that employ more than 13 million people,
including a high population of women. The women conveyed they that they (a) received
less support from their managers than their male counterparts did, (b) faced
discrimination and sexual harassment, and (c) found it difficult to advance, which caused
them to feel left behind with respect to promotional opportunities. Moreover, the report
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highlighted that “with the growing efforts to reduce gender pay disparities and
discrimination, it was clear that companies need to ‘double down their efforts’ to close
these gaps and remove unfair barriers preventing women from promoting” (as cited in R.
Thomas, Cooper, Konar, Rooney, & Noble-Tolla, 2018). The company surveyed 64,000
women across 279 organizations. According to the survey, “women, especially women
of color, received less support from managers than men do” (R. Thomas et al., 2018).
The literature reviewed has demonstrated that the role of women in the workforce
has changed over time. However, perceptions of women’s roles have been associated
with a belief about their gender. Traditional roles associated with women are
childbearing, housekeeping, getting married, and taking care of their families. Moreover,
the representation of women in the workforce has been historically characterized by
specific occupations women would have; those jobs were part-time laborers,
administrative workers, educators, nurses, and administrative support staff (Damaske &
Frech, 2016).
Putnam (2003) asserted, “when women leave the home and enter the workforce,
they violate the original tacit, sexual contract. The original terms of this contract were a
woman’s place is in the home” (p. 14). Consequently, these beliefs placed women at a
disadvantage when entering the workforce. Socioeconomic variations based on racial
and ethnic family formations have also affected women in the workforce (England, Ross,
& Garcia-Beaulieu, 2004; Perrcheski, 2008). Beliefs based on racial and ethnic identity
resulted in full-time employment opportunities for middle-class, non-minority women.
These socioeconomic disadvantages placed minority women in part-time employment
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positions in the workforce, thus reducing employment opportunities for some women
(Damaske & Frech, 2016).
Researchers argue that women’s responsibilities and obligations in the home
created perceived limitations about a woman’s ability to remain in the workforce for the
long term (Gerson, 1985; Stone, 2007). Historically, the supposed constraints about a
woman’s ability to operate in dual roles have limited job opportunities for women in the
workforce. Women experiencing such constraints have sought higher education as a path
forward to help increase their opportunity to gain full-time employment. Many women
began opting to not stay at home and raise children; some women became the primary
provider for their households (Damaske & Frech, 2016). Moreover, many of the women
who emerged into the workforce were minorities who transitioned to the labor force out
of necessity (Guy & Fenley, 2013).
Women in the U.S. Workforce
For centuries, women have sought social and racial equality across various
spectrums of life. The women’s suffrage movement began in the late 1800s and
continued until 1920, with the ratification of the 19th amendment establishing women’s
right to vote. However, Black women would not earn the right to vote until President
Lyndon B. Johnson signed the Voting Rights Act of 1965 (History, 2020). Additional
landmark legislation intended to remove further discriminatory practices found in the
workplace against women. President John F. Kennedy signed the Equal Pay Act of 1963,
prohibiting sex-based wage discrimination between women and men. In 1964, the Civil
Rights Act was passed that prohibited discrimination based on race, religion, national
origin, or sex (Berry & Franks, 2010).
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There was positive change resulting from the women’s movement of 1960, which
led to women earning the right to participate socially, politically, and economically in the
United States on equal terms as men. Moreover, the women’s rights movement allowed
women to seek leadership positions across divisions of labor throughout the workforce
that were once predominately held by men (Berry & Franks, 2010). Women began to run
for political office in government organizations and on corporate boards.
The United States Bureau of Labor Statistics (2019) showed there was a steady
increase of women in the workforce from 1960 until the 2007-2009 recession. Since
then, there has been a notable decline of women in the workforce, especially for minority
women (Laird, 2017). In the 21st century, women make up 49.5% of the U.S. labor force
(U.S. Bureau of Labor Statistics, 2019). Although women have broken through historical
hurdles to overcome inequality in the workplace, they continue to struggle with achieving
key positions of leadership within institutional organizations (Ndekugri & Pryor, 2018).
The Representation of Women Leaders in the Workforce
Fletcher et al. (2000) asserted the importance of understanding relational theory
and how it impacts the perception of women in the workplace. The researchers identified
that “all institutions are sets of relationships and the goal is to develop and participate in
fostering growth relationships” (Fletcher et al., 2000, p. 246). The significance of the
research was to provide information on the challenges that impede women’s
opportunities in the workplace when these issues are not addressed.
In the study’s first frame, the limits to women’s ability to progress in the
workplace were identified. A major limitation was the perception that women are
deficient to men and therefore need to be fixed. Suggested remedies to combat these
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deficiencies in women were managerial training and development in addition to courses
on decision-making (Fletcher et al., 2000).
The second frame generated the idea to create equal opportunities for women that
limit discrimination. These opportunities would deconstruct systematic institutional
barriers through revised hiring practices, transparent promotional polices, guidelines on
sexual harassment, and increased work-family benefits with flexible hours. Lastly, the
researchers provided a third frame. The third frame recommended to revise workplace
culture (Fletcher et al., 2000). Organizations are encouraged to evaluate a systematic
approach that examines relational theory that studies gender in the workplace juxtaposed
to evaluating workplace culture from the lens of a traditional masculine workplace where
women must assimilate to a predominant culture.
Berry and Franks (2010) provided a timeline of women’s transition into significant
sectors of the workforce. The timeline begins with the Civil Rights Act of 1964 and ends
two years short of a half of a century. In recapping this 48-year history, the researchers
highlighted the progress women have made climbing the corporate ladder and integrating
into government sector positions of leadership. In addition to the Equal Pay Act of 1963
and the Civil Rights Act of 1964, other legislation was passed to prohibit further
discrimination of women in the workforce.
In 1972, Title IX was passed, establishing equal pay for women college athletes.
In 1978, a pregnancy anti-discrimination law was passed, and in 1986, sexual
discrimination was deemed illegal by the United States Supreme Court. Despite a great
number of achievements women were accomplishing in the workforce and through
legislation, in 1986, Anita Hill filed a sexual harassment claim against Court Justice
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Clarence Thomas. Workplace discrimination and sexual harassment of women have
continued to occur (N. Brown & Banks, 2014).
The Glass Ceiling Act was passed in 1991 to strengthen the Civil Rights Act of
1964 (Barnes, 2017). Collectively, women have made strides in entering government
positions of leadership predominately held by men. Nancy Pelosi was voted Speaker of
the House in 2007 and has held that position for more than 13 years. Republican Sarah
Palin ran for Vice President of the United States in 2012. Furthermore, women have
been closing the achievement gap in education and in the workforce. The number of
women accessing mid-level to executive leadership positions has increased over the
years; however, research shows that a disproportionate number of minority women are
not achieving the same level of success as their non-minority counterparts (Barnes, 2017;
Berry & Franks, 2010; Laird, 2017).
Black Women in the U.S. Workforce
According to the U.S. Bureau of Labor Statistics (2019), Black women make up
62.6% of the labor force. These Black women hold 12.3% of management or
professional positions in the workforce. For over three centuries, Black women have
worked to close the socioeconomic inequality gaps in the United States workforce for
women of color (Combs, 2003).
Black women have forged alliances with advocacy movements for centuries, fueled
by their longing to be equal in the workplace and in society with their White and male
counterparts. Dillard (2016) asserted, "Black women have led and loved in a place that
has never affirmed Black womanhood" (p. 34), thus lessening the importance of Black
women's contributions toward women's equality in the workforce.
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During the women's suffrage movement from 1848-1921 before the Civil Rights
era, Black women worked with women's groups and organizations to share in the efforts
to minimize sexual, racial, and gender inequality and discrimination (Blackwell-Johnson,
1998). Although Black women advocated for equal rights alongside other nonminorities, the perception of their advocacy was deemed invisible or nonexistent in
United States history (Phakeng, 2015).
Jane Addams was a well-respected White woman recognized for her profession as
a social worker. Ms. Addams founded Chicago's Hull House (Knight, 2005), a non-profit
social welfare organization that served to improve people's social conditions in
underserved communities. Moreover, Ms. Addams was also known for her seminal
contributions through advocacy and activism that focused on social justice reform in
education, healthcare, housing, women's rights, and international peace and freedom
matters worldwide. Ms. Addams’s work in these areas earned her an honorary degree
from Yale, and she also received a Nobel Peace Prize in 1931 for her contributions and
advocacy throughout her lifetime (Knight, 2005; Lundblad, 1995).
Blackwell-Johnson (1998) asserted that some Black women worked alongside
Jane Addams on various social reform issues; however, there is a paucity of information
detailing these women's collective efforts. Jane Addams was one of the founders of the
Women's International League of Peace and Freedom (WILPF). The organization was
established to bring women of different political views and philosophical experiences
together to study the cause of war. Their combined efforts worked towards world peace
and uniting women globally, which opposed oppression and the exploitation of women
regarding their roles in society (Blackwell-Johnson, 1998).
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The WILPF league was presented as an exclusive product of White activism, thus
minimizing the contributions of Black women in the global peace movement.
Approximately 19 Black women contributed to the mission of the WILPF movement.
White (1999) wrote that the academy of higher education did not perceive that Black
women merited scholarly analysis; therefore, some researchers sought to remedy this by
examining middle- to upper-class women of color (Collins, 2000; White, 1999). Much of
the history of Black women's leadership in the United States has persisted through oral
narratives or has been presented through private correspondence (Delany & Rogers,
2004). Several Black women who joined WILPF believed this group would improve the
domestic conditions for Black people in the United States. The collective persistence of
these Black pioneers from the 1920s-1950s modeled the significance of structured
activism, leading to the historic Civil Rights Movement that focused on obtaining equal
social and political rights for Black people.
Ella Baker was a 20th century Black civil rights activist who worked with Rosa
Parks to mobilize the Black people in their communities to unite around the Montgomery
bus boycott. Baker also served as an assistant field secretary for the NAACP (Delany &
Rogers, 2004). Aprele (1996) argued, "the chronicles of the civil rights movement were
misrepresented for both Black men and women" (p. 2), who equally experienced
oppression in the United States. Moreover, Aprele (1996) wrote, "Black women were
agents of change and fought valiantly on all fronts, which should be acknowledged
throughout history" (p. 2).
Ms. Baker was a graduate of Shaw University in North Carolina. Although Ms.
Baker was educated, highly respected, and belonged to more than one civil rights activist
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group, it was challenging for Black women to obtain a leadership position that was not
administrative. While Ms. Baker's contributions to the Civil Rights Movement were
significant, she also dealt with oppression from Black men who believed a woman’s
place was to support Black men’s plight against inequality and discrimination (Aprele,
1996; Delany & Rogers, 2004). Black women's efforts to forge ahead through
discriminatory practices that continued in the workplace called for federal legislation that
would later level the playing field in the United States workforce for women of color.
Historical Discrimination Toward Women in the Workplace
Hewitt (1988) wrote, "colonialism did not create gender inequalities, but it did
enshrine, formalize and accentuate them, thus creating a divergence of experiences for
women across class" (p. 3). Women began seeking social, economic, and gender equality
long before the civil rights era. Purdy (2018) described the writings of Mary Griffith,
who was known for her utopian literary vision of how women's rights, gender equality,
and family satisfaction should be in the future. Moreover, Suksang (2000) stated that
although Griffith’s work The Hundred Years Hence was fictional, it accurately depicted
inequalities women were experiencing globally and in the United States. Moreover,
Hewitt (1988) and Suksang (2000) espoused that Griffith’s writings were inspirational
and influenced the advocacy of Elizabeth Cady Stanton, Susan B. Anthony, and Amelia
Bloomer, who were active members of the Women's New York Temperance society.
Although the women in the 19th century formalized women's equal rights movements, it
would not be until the 20th century that Elizabeth Cady Stanton and Susan B. Anthony
were able to succeed in lobbying for legislation for women to earn the right to vote.
Durrans (2018) wrote,
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The 19th amendment that gave American women the right to vote, we would do
well to remember that this hard-earned victory was the outcome of many decades
of struggle against various forms of gender inequality led by committed women
from all walks of life. Susan B. Anthony—a towering figurehead of female
emancipation and a woman whose lifelong dedication to the cause of women's
rights caused her to be singled out as the artisan of a victory that took place 14
years after her death. (p. 1)
The passing of the 19th amendment granting American women the right to vote
was unquestionably a fundamental win for women seeking social, political, and economic
equality. However, it was 44 years later before Black women earned their right to vote,
thereby limiting opportunities to compete in the workplace alongside their non-minority
peers (Blackwell-Johnson, 1998).
As women in the United States were entering the workforce, there continued to be
discrimination hurdles that existed for women of color. Irish women who migrated to
America during the 19th century were searching for a better life, escaping a life of
servitude based on a European class system. These women began dominating the
workforce in the United States. The Irish women "inserted themselves into the domain of
white females, hence linking themselves to a progressive movement that allowed them
access to professional work that was inaccessible to women of color" (L. Brown et al.,
2017, p. 19). Other minority groups of women who migrated to the United States were
also seeking career opportunities and advancement in the workforce. Although minority
women were able to obtain employment in the labor force, their wages remained unequal
to those of White women and men (L. Brown et al., 2017).
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Legislation Aimed at Averting Discrimination
The 1964 Civil Rights Act’s Title VII provisions related to employment and
hiring were far more significant than the laws that had been adopted over the prior 30
years (Andrews & Gaby, 2015). The next landmark legislation passed was the Voting
Rights Act of 1965, which allowed minorities the right to vote. These provisions allowed
greater access to social and economic activity for underserved and underrepresented
groups in the United States. Carle (2013) asserted, “the Civil Rights label has been a tool
of exclusion as well as inclusion” (p. 1083). But while women persisted and banned
together through collective movements demanding racial and gender equality, other
biases would emerge in the workforce.
Barnes (2017) stated, “women were often overlooked for leadership promotions
because of gender bias” (p. 3). Although women were granted equal access as men in the
workforce, their acceptance in historically male dominant positions would be met with
resistance. Sanchez-Hucles and Davis (2010) defined the terms women were
experiencing in the workplace as the sticky floor, the glass ceiling, and the concrete
ceiling. Stifling their ascension into leadership positions was another form of
discrimination thwarting women’s efforts to seek leadership positions. Powell (2011)
indicated that in 1965, only 35% of male leaders believed it was acceptable to have
women in leadership positions.
As discrimination continued to exist, the federal government passed legislation
aimed at remedying practices of overt discrimination toward women. According to the
United States Equal Employment Opportunity Commission (2019), the Glass Ceiling Act
of 1991 was adopted to “strengthen and improve federal civil rights laws to provide
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damages in cases of intentional employment discrimination, thus further clarifying
provision in the event of disparate impact and actions of employers against women”
(para. 1). The glass ceiling is defined as “the invisible, covert, unspoken phenomenon
that exist to keep executive leadership positions in the hands of Caucasian men” (Wilson,
2014, p. 84).
Women’s Experience Navigating through the 20th - 21st Century Workforce
Combs (2003) wrote, "some millennium reports suggest that much progress has
been made in the advancement of women in corporate management and upper-level
positions” (p. 385). However, due to the duality of race and gender, the move toward
equality remains nominal for some. In addition, Damaske and Frech (2016) asserted,
"despite numerous changes in women’s employment in the last half of the twentieth
century, women’s employment continues to be uneven and stalled" (p. 365).
Approximately 40% of women in the United States say they have faced discrimination
because of gender (Ndekugri & Pryor, 2018). Recurrently, women continue to
experience disparities in compensation and are denied access to the top- to mid-level
management positions as more women contest the patriarchal workforce (Combs, 2003;
Damaske & Frech, 2016; Ndekugri & Pryor, 2018).
According to Catalyst (2020), the U.S. Bureau of Labor Statistics data projected
that minority women would make up 60% of the labor force by 2060. In reviewing the
Catalyst research data for 2019, women of color were employed in 18% of entry-level
positions, while few advanced to leadership or managerial positions. Among racial and
ethnic groups, Black and Hispanic women made up the lowest percentage of women
employed in management, business, and financial positions, trailing their White and
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Asian peers (Catalyst, 2020). Additionally, Fortune 500 companies reported, "women of
color hold 4.6 percent of corporate board positions but make up 18 percent of the United
States population" (Catalyst, 2020, para. 1). Even though women are outperforming men
at all degree levels in education (de Brey et al., 2019), the wage gap and barriers to
accessing leadership positions continue to exist (Catalyst, 2020).
According to R. Thomas et al. (2018),
Since 2015, the first year of the study, corporate America has made minimal
progress in improving women's representation in the labor force. Women are
underrepresented at every level. Women of color are the most underrepresented
group of all, lagging behind white men, men of color, and white women. (p. 5)
Leadership Theory
Yukl (2019) defined leadership as a process of interpersonal influence that
incorporates the use of power and authority to persuade others toward a standard or
desired goal. Northouse (2016) described that leadership has many different definitions
and is not easily defined. However, Northouse espoused that leadership is much like
democracy, love, and peace. He further argued that defining leadership takes on different
meanings for individual perceptions and preferences.
Shepherd (2015) evaluated four theoretical frameworks to explore leadership and
organizational management. Shepherd posited that leadership theory has shared goals
that result in "higher levels of productivity and engagement between leaders and
followers" (p. 7). Moreover, Shepherd found that Black women exhibit the relationaloriented characteristics of leadership that have been observed in more recent studies that
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have evaluated the desired preference of leadership in today's workforce (Burke &
Cooper, 2004; Omar & Davidson, 2001).
Leadership
Northouse (2016) contended that the leadership traits found in his research over
three decades of the 20th century were dynamic. He asserted that leadership is "the
ability to impress the will of the leader on those led to induce obedience, respect, loyalty,
and cooperation” (p. 2). Northouse's body of research expands into the 21st century, and
he described that leadership has evolved over centuries, which has included separating
management processes from leadership characteristics and behaviors. Senge (2006)
asserted that four domains of leadership have emerged: authentic leadership, spiritual
leadership, servant leadership, and adaptive leadership.
Organizations seek and hire leaders they deem suitable to accomplish the mission
and goals for their company. Therefore, leadership positions are highly competitive for
career hopefuls. Consequentially, personal career goals and objectives are subject to a
myriad of aspects when pursuing highly sought-after positions in successful
organizations. Individuals often must deal with the collective preference or perception of
the decision-makers responsible for selecting the most qualified candidate for key
leadership positions (Parker, 2001).
Black Women in Leadership
Delany and Rogers (2004) stated, "the academy of higher education did not
perceive that the leadership of black women merited scholarly analysis” (p. 92).
According to Editors (2020),
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Gloria T. Hull, Patricia Bell Scott, and Barbara Smith published their landmark
All the Women Are White, All the Blacks Are Men, But Some of Us Are Brave:
Black Women's Study. Despite major groundbreaking events, there remains
minimal scholarly journals dedicated to the writings of African American women
until as recent as April of 1983. (para. 1)
Much of what is understood about leadership is founded on research from the 20th
century, which scarcely includes Black women.
Throughout literature and phenomenological studies about Black women leaders,
the researcher has found similar statements demonstrating the scant amount of
information in scholarly journals about the experiences of Black women. Therefore, for
this study, examples of Black women in leadership have derived from several varied
resources to depict Black women's experiences in positions of leadership fully.
Black women's roles as leaders have progressed throughout history from obscurity
to revolutionary trailblazers. The periodicals, scholarly articles, and dissertations studied
were used to provide information about Black women leaders who emerged from the
18th century to the 21st century. Mayberry (2018) stated that research into leadership
can be used to understand the ways in which women’s voices have been silenced because
of their race, and this understanding can be used to overcome inequities. Moreover, the
research explores how these women rise above the challenges, thus giving themselves a
powerful voice (Emerson & Murphy, 2014).
According to the Bureau of Labor Statistics (2019), there were 10.7 million Black
women in the labor force in 2018, thus accounting for 53% of the labor force. The
Bureau of Labor Statistics also reported that Blacks continued to have considerably lower
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earnings than Whites and Asians. Furthermore, Bureau of Labor Statistics data profiled
the occupation percentages for women who work in professional or management-related
jobs. Asian women hold 53%, White women hold 45%, and Black women hold 36% of
management or related professional positions in the labor force (Bureau of Labor
Statistics, 2019). Table 2 identifies the percentage totals for women in the labor force
with children six years or younger. Black women with children represent 74.4% of the
labor force (Bureau of Labor Statistics, 2019).
Table 2
Labor Statistics for Families and Parents

Year
2015
2016
2017
2018

White
Women
64.2
64.7
65.1
65.1

Black or African
American
Women
73.4
73.6
75
74.4

Asian
Women
55
55.6
55.2
55.1

Hispanic or Latino
Ethnicity
Women
54.7
54.8
54.3
56.5

Note. Adapted from “Women in the Labor Force: A Databook,” by U.S. Bureau of Labor
Statistics, Table 6 and 7, 2019. Retrieved from https://www.bls.gov/opub /ted/2020/26states-added-jobs-from-december-2018-to-december-2019.htm
The data and literature illustrate the opportunities and obstacles Black women
have faced when seeking average to moderate levels of success in the United States.
Black women have experienced oppression, racism, sexism, gender bias, stereotypes, and
socioeconomic discrimination in all areas of their lives (Davis, 2009). But these
challenges have not stopped Black women from striving for equality and success. Some
Black women have beaten the odds to overcome racial and gender barriers. Many of
these women have demonstrated resiliency to establish a foundation for other women to
follow. Dillard (2016) stated, “all Black women−build upon a legacy of those who
declared their sovereign right to life despite hate” (p. 33).
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Historical Context of Black Women Leaders
The researcher examined books, periodicals, dissertations, and literature about
Black women leaders from the 19th – 21st centuries whose leadership was recognized in
the United States. The literature challenges the narrative of what defines a woman leader
and her ability to compete in a world where men predominantly hold leadership roles.
Aprele (1996) wrote that although Black women were “agents of change and fought
valiantly on all fronts, these women were rendered virtually invisible to regional
audiences but managed to create a monolithic paradigm within and outside of the
movement toward equality and civil rights for women” (p. 593).
Researchers have examined ethnographic studies to understand why Black women
leaders, despite marginalization and structural and systemic racism, continue to pursue
official government positions (Alinia, 2015; Delany & Rogers, 2004). Additionally, the
literature described that Black women leaders learned afritics, which refers to research
that examines the politics of African American political leaders, because it includes
political and social advocacy movements that counteract adversity and injustice within
their communities. Data have revealed that afritics more accurately explains the politics
of African American women as they relate to their political leadership experiences
(Delany & Rogers, 2004). Moreover, Black women have experienced an “inner calling
to participate and service in areas which acknowledge racist and sexist practices that
informed their lives” (Delany & Rogers, 2004, p. 94). In addition, research has revealed
through oral narratives and ethnographic history the lived experience of Black women
leaders. Highlighted in this study are five Black women who have led and served as
change agents from the 19th through the 21st century. These women chose to answer
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their inner calling to resist racism, discrimination, and sexism and to pursue justice and
equality for women’s rights.
Ida B. Wells. Ida B. Wells was born in Holly Springs, Mississippi, on July 16,
1862, just before the Emancipation Proclamation was signed into law, freeing enslaved
Black people in the United States. In 1878, a yellow fever epidemic took the lives of
both of her parents and one sibling. Ida was the eldest child, and she assumed the role of
custodial parent of her four remaining siblings alongside her grandmother (Saxton, 2018).
Ida's father was a Republican and was a strong advocate for civil rights after the
Reconstruction Era following the Civil War. Her father's activism influenced Ida.
Ida went to Shaw University but did not graduate (Saxton, 2018). However, her
studies encouraged her to become a journalist. Moreover, she became an educator and
the owner of the Free Speech and Headlight, where she was the head editor. Her writing
covered broad topics on community activism, women's rights, and anti-lynching. Ida
received the name "Race Woman" because of her radical beliefs on racial oppression and
the importance of women's right to education, free speech, access to socio-economic
opportunities, and political leadership roles (Edmonds, 2008).
Ida was best known for launching anti-lynching campaigns after three Black
grocers in Mississippi were lynched because their business became competitors of White
grocers. After unrest and threats of their store being burned down, the grocers were
arrested for trying to protect their property and later were hung (Adams, 1994). Ida was
exiled from Mississippi because of her writings and persistent investigation of those who
lynched the three Black grocers.
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Ida became the second woman to sign the petition to form the NAACP. Wells
outwardly opposed W.E. DuBois's belief about a woman’s role in the NAACP and his
thoughts about who should participate in the organization’s civil rights efforts; he favored
the talented 10th, which consisted of the elite, educated Black people (Coleman, 2018).
Additionally, Ida ran for political office in Chicago twice; her last effort was in 1930 for
the state senate one year before her death in 1931.
According to Adams (1994), "Ida B. Wells was a woman who did it all, she was a
reporter, columnist, editorial writer, fearless publisher, lecturer, congressional candidate,
organizer, anti-lynching guerilla and philanthropist" (p. 4). In 1941, they built and
dedicated the Ida B. Wells housing projects in Chicago to honor her tireless leadership
efforts and advocacy for the advancement of colored people and Black women's rights
(Adams, 1994).
Mary Eliza Church Terrell. Mary Eliza Church Terrell earned her master’s
degree from Oberlin College in Ohio. She was the first president of the National
Association of Colored Women (NACW). The NACW was formed to advocate for the
rights of Black women. Mary Terrell engaged heavily in civil rights activism during the
19th and 20th centuries, and she worked with Ida B. Wells on anti-lynching campaigns in
the South. Terrell’s work focused on uplifting Black people. She advocated for
education, believing it would elevate minorities, thus providing them with opportunities
to advance (McHenry, 2007).
Black women who participated in the suffrage movement alongside White women
were often excluded from activities, and they were not allowed to integrate issues of race
into their campaigns. Consequently, Black women reformers understood that their race
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also affected their rights and opportunities, which prompted the need for Black women to
form separate organizations during a time in history rooted in segregation with the
enforcement of Jim Crow laws. The Jim Crow laws did not permit Black people to
attend schools with Whites, use the same drinking fountains or restrooms, or eat at public
restaurant counters. Segregation of these public facilities was strictly enforced (Delany
& Rogers, 2004).
According to Delany and Rogers (2004), Mary Terrell was the co-founder of the
NAACP. She was also an accomplished author. However, it took her 14 years before
she was able to publish her first book in the United States. Her autobiography was
titled A Colored Woman in a White World (McHenry, 2007). Mary Terrell wrote other
short stories; however, she found it difficult to get her work published, primarily because
she devoted much of her writings to her lived experience as a Black woman.
Ella Baker. Ella Baker was a Black woman and civil rights activist during the
20th century. She worked alongside Rosa Parks during the Montgomery bus strike. She
served as a member of the Women's Political Council (WPC) that was formed in 1946.
The WPC led the boycott protest of the Montgomery bus system, opposing their
discriminatory practices toward Black bus riders (Vickery, 2017).
Ella served as an assistant field secretary for the NAACP (Delany & Rogers,
2004). Although Ella Baker's work toward mobilizing the Black community was
significant, she was relegated to the role of field secretary because Black men struggled
to recognize women as leaders (Aprele, 1996; Blackwell-Johnson, 1998). Ella Baker
rejected the patriarchal belief that limited women to positions of servitude (BlackwellJohnson, 1998). Her tireless efforts during the Civil Rights Movement were to engage all
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people to fight for solutions that improved their lives, the community, and the future of
Black people. Ella Baker did not espouse the same belief as the NAACP, which only
solicited the help of Black professionals. Aprele (1996) wrote, "Ella worked her way
across the South persuading ordinary people that they could make extraordinary changes
in their life" (p. 595). She believed entire communities needed to work collectively to
challenge racism, discrimination, and oppression for the collective advancement of
colored people (Blackwell-Johnson, 1998; Vickery, 2017).
Fannie Lou Hamer. Fannie Lou Hamer was born in 1917 in Montgomery,
Mississippi. She was the 20th child of her sharecropper parents. At the age of 6, she was
picking cotton alongside her family. Fannie Lou married in 1944, and she was unable to
conceive children after she was given a nonconsensual hysterectomy (Hamilton, 2017).
After attending a Student Nonviolent Coordinating Committee (SNCC) meeting, Fannie
Lou became incensed by the extreme efforts to deny Blacks the right to vote. She joined
SNCC as an organizer in 1962 and led 17 volunteers to register to vote. Fannie Lou was
denied the right to vote because of an unfair literacy test that was administered, and she
was fined $100.
Fannie later returned to register to vote alongside a group of college students.
After the group had successfully registered to vote, on their way home, they were stopped
by the cops and harassed; the officers cited that the bus was too yellow.
After successfully registering to vote, Fannie Lou was later arrested for sitting in a
Whites-only bus station restaurant. While in jail, Mrs. Hamer was severely beaten. The
injuries she sustained caused her lifelong challenges. Subsequently, after obtaining her
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right to vote, Mrs. Hamer’s landlord later evicted her from her family’s home, stating that
he abhorred her political involvement because she had gone too far.
Mrs. Hamer was instrumental in organizing Freedom Summer, which led hundreds
of college students to vote in the segregated South. She later went on to pursue her
candidacy for the House of Representatives in Mississippi but was banned from placing
her name on the ballot. In 1964, Hamer co-founded the Mississippi Freedom Democratic
Party (Cox, 2018). Although her voice against racial injustice in the South had gained
recognition, it was her natural audible resistance in her voice that President Lyndon B.
Johnson feared. He held an impromptu press conference at the White House to divert
attention away from what she said before the House of Representatives (Cox, 2018). She
addressed the House of Representative with this question,
Is this America, the land of the free and the home of the brave, where we have to
sleep with our telephones off of the hook because our lives are threatened daily,
because we want to live as decent human beings, in America? (as cited in Cox,
2018, p. 144)
According to Hamilton (2017), Fannie Lou’s plight for political office was met with such
resistance that she grew tired and redirected her efforts to a cause where she could affect
real change in the Black community.
According to McCutcheon (2019), Fannie Lou Hamer diverted her once political
efforts by purchasing a 640-acre Freedom Farms Cooperative (FCC) in 1969. The FCC
donated 70 acres to families to work the land, sharecrop, and raise animals through a
cooperative. She established a pig bank for farmers to breed, raise, and slaughter their
animals to earn a sustainable income. The FCC also helped families apply for Federal
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Housing Administration (FHA) loans to assist with farm operations and equipment
purchases. Additionally, Mrs. Hamer launched a cooperative store, a boutique, and a
sewing enterprise in addition to purchasing land to build low-income housing for Black
families (McCutcheon, 2019). Mrs. Hamer died in 1977 of breast cancer.
Shirley Chisholm. Shirley Chisholm was born November 30, 1924, in Brooklyn,
New York. Both of her parents were laborers and had financial challenges providing for
their children (Curwood, 2015). At the age of 4, Shirley and her three sisters were sent to
Barbados to live with their grandmother (Pasquarellio, 2020). Satehell (2009) wrote
excerpts from Mary Satchel’s documentary about Shirley Chisholm, titled Unbought and
Unbossed, narrating Shirley's life story. One of the scenes was a conversation Shirley
had with her grandmother before returning to the United States. Shirley's grandmother
told her, "do not waste the precious talents and intelligence that you have, but use them to
help others make this world a better place" (Satehell, 2009, p. 2). According to Curwood
(2015), Shirley believed the early years spent with her grandmother and receiving a
British education were contributing factors to her academic success and her pursuing
political aspirations as a Black woman.
Gallagher (2007) stated that Shirley's parents imposed strict rules on their
children's education and religious practices. Shirley Chisholm went on to earn her
bachelor's and master's degrees. Shirley's advocacy and desire for public speaking began
when she joined her school debate club and organizations to end poll taxes for voting.
However, "despite graduating cum laude from Brooklyn College in 1946, Chisholm's
professional option was limited by racial and gender discrimination" (Gallagher, 2007, p.
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395). She would join many of the other college-educated Black women and turn to
teaching.
Shirley's political aspirations began in the 1950s, when she was introduced to
Wesley Holder, a former editor of the New York Amsterdam News. He was known as
the dean of Black politics (Gallagher, 2007). With other frustrated Blacks who were tired
of a White-majority-controlled Democratic party, Shirley joined a group of Black
lawyers. They formed a campaign to elect Brooklyn's first Black judge (Curwood, 2015).
Shirley Chisholm became the first Black woman to hold a national elected office
in the House of Representatives in 1968. Shirley served 14 years in Congress and
worked on issues related to working-class women. She introduced legislation providing
(a) daycare for women on welfare, (b) unemployment benefits, (c) civil rights training for
police, and (d) affordable housing programs; she also introduced legislation that
combated racial inequality and increased the minimum wage (Gallagher, 2007). In 1972,
Chisholm became the first woman to run for the Democratic National Convention
nominee for president of the United States. Shirley appeared fearless and acquired the
nickname "The Fighting Shirley Chisholm" (Curwood, 2015, p. 206) which influenced
her adopted campaign slogan "unbought and unbossed" (Curwood, 2015, p. 206).
Although Chisholm did not win her bid for the United States presidency, her
accomplishments overshadowed the cumulative disadvantages and gender bias beliefs
about opportunities and constraints that impact a woman’s work pathway (Damaske &
Frech, 2016).
Kamala Harris. Kamala Harris was born October 20, 1964. Her mother was of
Indian descent, and her father was Jamaican. Both of Harris’s parents earned their
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advanced degrees from UC Berkley. Her father taught economics at Stanford University,
and her mother was well known for her breast cancer research (Weil, 2019). Kamala
grew up alongside her activist parents in Oakland, California. Harris said that she had
seen the mechanics of “fighting for justice from the outside” (Weil, 2009, p. 5) but
realized early on while accompanying her parents during their civil rights activism that
“she wanted inside power” (Weil, 2009, p. 5).
According to Viera (2017), during Kamala’s early years after her parents divorced,
her mother was determined to raise her children around Black culture despite their
growing up in Berkley, California. Kamala’s mother exposed both of her daughters to
urban culture by attending events that familiarized her daughters with accomplished
Black women leaders, such as the poet Maya Angelou, singer Nina Simone, and
presidential hopeful Shirley Chisolm (Weil, 2019). Kamala’s mother was described as a
strong woman who refused to accept mediocrity, and one of the outlooks she shared with
her daughters was to “be your best, if you are going to do something, be the best and
work hard the whole way” (Weil, 2019, p. 50).
According to the Biographical Directory of the United States Congress (2020),
Kamala earned her juris doctorate from the University of California, Hastings College of
Law in 1989. Kamala was the first woman to be elected district attorney in San
Francisco, the first woman of color to serve as the California attorney general, and the
first South Asian-American and second Black woman to be elected to the United States
Senate (Viera, 2017).
Senator Harris’s years as district attorney of San Francisco and her years as
attorney general of California were not favorable with voters. She gained public
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recognition when she questioned United States Attorney General Jeff Sessions about
Russia’s interference into the 2016 presidential election (Viera, 2017). Kamala has
overcome many barriers such as racial discrimination, oppression, and gender bias in a
predominantly male domain as a government elected official. However, Weil (2019)
presented this question, “has the United States (U.S.) dealt with its racism and misogyny
enough to elect a black woman for president?” (p. 11). Kamala Harris was a presidential
hopeful during the 2020 presidential election; yet, due to a lack of campaign funds, she
withdrew her bid for the presidency. However, as of January 20, 2021, the U.S. Senator
became the first African American and Asian American vice president of the United
States of America.
Barriers Encountered by Black Women in Leadership
The literature reviewed described the advancement Black women have made to
overcome racial barriers and how they continue to face challenges when pursuing
positions of leadership (Whitehead, 2017). Moreover, historically, Black women who
desired career advancement often gave up as they contended with both the visible and
invisible obstacles within organizations while pursing leadership positions (CandiaBailey, 2016).
Stereotype Theory
Shepherd (2015) provided a theoretical framework defining the tenets and
implications of stereotypes and the impact they have on Black women. Stereotyping
focuses on the threat of being adjudicated and treated differently, thus resulting in
judgment, which can allow those stereotypes to become self-fulfilling for Black women.
Moreover, the literature has shown the outcomes of stereotypes that can occur when
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Black women experience the kinds of bias and discrimination that they often encounter
when they assume managerial or leadership roles (Bova, 2000; Sanchez-Hucles &
Davies, Spencer & Steele,2005; Shepherd, 2015).
According to Berry and Franks (2010), there is a bottom line that reveals an unleveling of the playing field, which refers to the perception that men have the advantage
of management abilities. Consequently, this perspective creates organizational and
environmental barriers for women (Berry & Franks, 2010). Riley (2010) asserted there
are social constructs formed around characteristics such as race, sex, and gender, and
although “some stereotypes are believed to be positive when used to rationalize group
dynamics” (p. 5), other research has emphasized that some perpetuated stereotypes are
not favorable to Black women, depicting them as angry, aggressive, overly sexual, and
masculine (Matei, 2016). Nevertheless, to disavow these intersectional social constructs
and stigma of existing stereotypes, Black women have relied on positive self-definitions
that resulted from their parental upbringing to shield them from hostility found in racism,
gender bias, oppression, and discrimination (Alinia, 2015; Delany & Rogers, 2004).
According to Catalyst (2020), in 2019, Black and Hispanic women made up a
smaller percentage of total women employed in management than their White and Asian
counterparts. Black women are employed in 12.3% of the leadership positions in the
United States. Catalyst (2020) reported that “Black employees experience a heightened
awareness of their difference in the workplace, which manifests itself in disruption of
sleep patterns and their sense of psychological safety” (Catalyst, 2020, para. 5). Davies
et al. (2005) found that when negative stereotypes targeted social identity, victims of
these stereotypes experienced the risk of being judged. The risk associated with these
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stereotypes can disrupt and undermine the performance and confidence of almost any
individual.
Gender and Racial Identity
M. K. Jones and Day (2018) found that the Black women they studied associated
their gender and racial identity to group membership. The term gender racial identity
emerged in the literature that described the intersectional implication this construct has on
Black women's identity and how they navigate through their personal and professional
lives and engagement within their communities (M. K. Jones & Day, 2018; A. J. Thomas,
Hacker, & Hoxha, 2011).
Molders, Brosi, Bekk, Spörrle, and Welpe (2018) found that gender stereotypes
about women leaders imply women are less agentic. Additionally, they discovered that
women's leadership styles are seen as deficient and more communal, supportive, and
caring, which are not congruent with male leadership that is assertive, competitive,
independent, and courageous (Molders, Brosi, Bekk, Spörrle, & Welpe, 2018). As a
result of these stereotypes, organizations will fulfill quotas only to comply with
organizational policy, thus restricting or creating barriers for women seeking leadership
positions (Chang, Milkman, Chugh, & Akinola, 2019; Vasconcelos, 2018). Molders et
al. (2018) wrote, "many organizations face requirements to meet preset quotas for gender
that requires women in leadership, and other organizations will voluntarily establish
quotas" (p. 869) to contend with gender bias. Vasconcelos (2018) described conflicts
found in current research compared to research done decades ago, showing that gender
stereotypes and beliefs held by male and female managers are beginning to change in
support of both genders rather than only favoring male leadership.
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Whitehead's (2017) phenomenological study demonstrated that "Black women
also confront identity stereotypes, which concentrate on injustice based on racial and
ethnic issues, and less on discriminatory issues based on gender" (p. 57). According to
Vasconcelos (2018), gender stereotyping of men being in the lead role has negatively
impacted the likelihood of women’s ascending into leadership positions in organizations.
In addition, Mamokgethi (2015) stated that although statistics are helpful, they are
inadequate in matters detailing women and leadership.
Gender racial identity biases do exist and contribute to barriers that hinder a Black
woman's ability to climb the corporate ladder. However, another barrier also remains for
Black women in the workplace; it is called the glass ceiling (Sanchez-Hucles, 2010).
Glass Ceiling
According to the United States Equal Employment Opportunity Commission
(2019), the Glass Ceiling Act of 1991 "was adopted to strengthen and improve Federal
civil rights laws, to provide damages in cases of intentional employment discrimination,
and to clarify provisions regarding disparate impact action of employers" (para. 1).
The United States Federal Glass Ceiling Commission was created to evaluate the
barriers that prevented qualified individuals from advancing into leadership roles within
their organizations. Bell (2015) found that the federal government further recommended
that government agencies become more diligent in their efforts to collect data and
disseminate information related to issues concerning the glass ceiling (p. 15). Moreover,
research has shown that Black women experience the duality of being seen as invisible in
addition to the challenges they face breaking through the glass ceiling in pursuit of
leadership roles (Barnes, 2017; Bell, 2015; Sanchez-Hucles, 2010).
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Wilson (2014) defined the glass ceiling as “an invisible, covert, unspoken
phenomenon that exists to keep executive leadership positions in the hands of Caucasian
men" (p. 84). Barnes (2017) wrote that Black women re-categorized the familiar glass
ceiling that White women encounter as the concrete ceiling. The "concrete ceiling
represents the duality of race and gender for Black women striving to overcome the
challenges to possess leadership positions within organizations" (Barnes, 2017, p. 47).
Black Women’s Leadership Experience
Delany and Rogers (2004) asserted, "until recently, the academy of higher
education did not perceive the leadership of black women merited scholarly analysis” (p.
2). Thus, the collection of research about Black women relies on limited sets of histories,
such as ethnographic case studies and phenomenological research, that have been
examined to understand the experiences of Black women who held leadership positions
in the workforce and in government organizations (Delany & Rogers, 2004, p. 93).
Additionally, other literature explored included a collection of oral narratives that
examined the lived experience of Black women who were directors of universities and
governmental organizations. Moreover, recent research examined included two
phenomenological dissertations that explored the lived experience of Black women who
held federal government positions of leadership, including with the United States
Department of State (Bell, 2015; Butler, 2013). The background history for Black
women in positions of leadership in California state government was null, thus
warranting the researcher's study of this unknown phenomenon within the California state
government.
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Black Women Leaders in California State Government
According to the CALHR (2020), data examined from the Bureau of Labor and
Statistics (2019) reported that women collectively make up 54% of the civil service
workforce in California. Moreover, Black women held 7% of leadership positions, while
White women held 24.6% of leadership positions in California state government. Black
women represent a significantly lower percentage than White women of the overall
employment population for civil service employees and hold fewer positions of
leadership in California state government. Therefore, the researcher sought to understand
what limitations impact the underrepresentation of Black women in positions of
leadership in California state government.
California health in all policies task force. In 2010, the California Health in All
Policies (HiAP) task force was established. The task force assembled 22 state agencies
and departments to assess policies and strategies to improve health, equity, and
sustainability in areas throughout the state's workforce. The three state agencies that led
the HiAP task force were the Strategic Growth Council, California Department of Public
Health, and Public Health Institute. The task force believed that Californians should have
the opportunity to live better lives and have access to healthcare regardless of their
education, race, or income.
The HiAP task force requested a study be done to examine the health, equity, and
pay disparities perceived in the state of California's workforce. The Goldman School of
Public Policy at the University of California at Berkeley researched California's
workforce in 2018. According to Quazi (2018), "stark inequalities… persist in,
California, with the largest burdens and barriers to health [impacting] people of color and

54

low-income communities" (p. 7). Moreover, the research highlighted that HiAP had
partnered with California's Governor's Alliance on Race and Equity (GARE) to pilot a
governing racial equity initiative for state government in 2018, referred to as the Capitol
Cohort. The Capitol Cohort sought to find solutions to improve California's workforce
for underserved and underrepresented groups.
Quazi (2018) studied state civil service demographics and the underrepresentation
of minorities in the California government workforce. Additionally, the report identified
the pay and gender gap in state services using comparable federal civil service and
private sector salaries. Also highlighted in the report were recommendations for
improving and expanding workforce development strategies to combat the pay disparities
found in California's state government.
The data displayed in Tables 3 and 4 detail the workforce demographics for
underrepresented groups in state service and the difference in pay for supervisors and
managers by ethnic group in 2018. The data were tabulated using information from
CALHR and the U.S. Census Bureau data found in the "Comparing Income Aggregates
2015" report. The data in the tables reflect the state of California's workforce totals in
2018, when the approximate number of state employees was 220,000 (Qazi, 2018, p. 11).
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Table 3
Racial/Ethnic and Sex Subgroups Across Rank and File vs. Supervisor/Manager
Classifications
Percent of State Supervisors
Race/Ethnicity

Female

Male

Asian

7.72%

6.53%

Black

5.94%

3.70%

Hispanic

10.86%

10.22%

Native American or Alaska Native

0.29%

0.27%

Other or Multiple Race

1.72%

1.53%

Pacific Islander

0.36%

0.33%

White

24.32%

26.20%

Total
51.21%
48.79%
Note. Adapted from “Comparing Income Aggregates 2015,” by U.S. Bureau of Labor
Statistics., 2019. Retrieved from https://www.bls.gov/opub /ted/2020/26-states-addedjobs-from-december-2018-to-december-2019.htm
Table 4
Supervisors’ and Managers’ Average Monthly Pay by Race/Ethnicity

Note. Adapted from “Comparing Income Aggregates 2015,” by U.S. Bureau of Labor
Statistics., 2019. Retrieved from https://www.bls.gov/opub /ted/2020/26-states-addedjobs-from-december-2018-to-december-2019.htm
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Underrepresentation of Black women in California state government. A recent
study concluded that Black women are deemed doubly disadvantaged in the workforce
after the 2007-2009 recession in both the public and private sectors (Laird, 2017). Qazi
(2018) asserted women of color are underrepresented in the lowest-paid occupational
position in state government. This potentially could be a result of women’s being
historically underrepresented in the workforce. Therefore, women hold positions in
physical labor within state government. According to Quazi, women are highly
overrepresented within the second-lowest paid occupational group in state government,
“75% of office and administrative support employees, representing 15% of the civil
service workforce, are female” (p. 27). Additionally, “Blacks represent 13% of the
lowest-paid supervisor positions based on the research data, representing only 5.8% of
the highest-paid supervisor positions in state government” (Quazi, 2018, p. 31).
Furthermore, Wilcher et al. (2019) identified, “uneven diversity policies have resulted in
a workforce that lacks diversity in comparison to the private sector” (p. 6).
Racial and Gender Pay Gap
Congress passed the Equal Pay Act (EPA) of 1963 to discourage pay disparity
between men and women (Bell, 2015). However, Vandenberg (2020) asserted that the
“EPA purports to prohibit employers from paying female employees less than male
employees with similar qualifications, but organizations have found loopholes that
perpetuate the gender pay gap” (p. 1). The state’s 2014 Gender Pay Report indicated that
women in California’s civil service experience a more significant pay gap than women in
the private sector and in federal civil service employment (Quazi, 2018). The pay gap for
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Black women in state government is vastly different from that of federal government
women employees.
Theoretical Framework of Intersectional Identity Theory
Some theories address the social constructs of the phenomenon addressed in this
study. The theory that established the framework for this qualitative, phenomenological
study is intersectional identity theory. This theory established a foundation to assist in
understanding the experiences of Black women’s ascension into leadership (Cole,
2008).
Collins (2000) provided the foundational framework that depicts intersectionality.
The framework identifies the social constructs through which Black women view their
experience in the world relating to oppression due to race, class, gender, and sexuality
extended throughout other forms of oppression encountered in their lives (Shields, 2008).
Social identity offers insight into the intersections in life with which Black women
associate themselves in relationships, family, community, and the workplace.
Sanchez-Hucles (2010) described that identity is the aspect of self that stands
concerning social groups or categories with which individuals associate. Alinia (2015)
cited five distinct features of Black women's struggles with oppression in the dominant
matrix of identity found in the United States. First, Black women are met with
discrimination related to gender, class, race, and sexuality. Second, Black women seek to
find their collective identity formed in oppression and resistance. Third, Black women
have divisional differences related to education, social class, and religion. Fourth, there
are distinct differences within the Black community's conscious memory of history and
their individual experiences encountered in the United States (Collins, 2015). Lastly,
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Alinia posited that there is a complex association for how Black women elect to move
within their relationships, as they determine what Black feminist views and experiences
to hold onto which have formed their personal views and values throughout life to
achieve their desired aspirations and career goals (Haskins et al., 2016; Shields, 2008).
To this point, Putnam (2003) wrote, "to be accepted, Black women are expected to
assimilate. They have to lose their blackness for white colleagues to feel comfortable"
(p. 3). Alinia (2015) argued that the expectation of who a Black woman should be is also
judged within her community, thus layering the social constructs of Black women's
exhaustion with belonging to or identifying with a group expressed in intersectionality.
Supports to Leadership
According to Packer-Williams and Evans (2011), over the past few decades and
through workforce diversity training and federal regulation affecting affirmative action
policies, women of color have seen notable improvements within organizations and the
labor workforce. Delany and Rogers (2004) concluded that Black women adopt social,
communal learning within organizations to achieve their personal and professional
objectives. Likewise, Black women are cultivating skills and building safety networks
within organizations to positively influence issues of institutional and systemic forms of
oppression in the workplace (Packer-Williams & Evans, 2011). The support that has
proven beneficial for Black women seeking leadership roles has been mentorship.
Mentoring
Research suggests that mentoring leads to increased performance, promotions,
career advancement, higher income, job satisfaction, and leadership opportunities (Bova,
2000; Farrow, 2008). According to Shepherd (2015), Black women have found benefits
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from mentoring relationships that provide support, inspiration, and guidance in
developing their leadership abilities critical for career advancement (Bell, 2015; Davis,
2009). Shepherd (2015) stated that organizations need mentoring programs focused on
the development of Black women executives.
While studying African American managers within the federal government, Bell
(2015) found that informal mentoring opportunities were more valuable than the formal
mentoring programs established within organizations (Farrow, 2008). Additionally,
Farrow (2008) noted an emerging theme between informal and formal mentor
opportunities. The women interviewed reported that the formal mentorship programs
were beneficial. Nevertheless, they were also process-driven, and in some cases, less
effective in helping women achieve their desired personal leadership goals. Although
mentorship relationships are valuable in assisting Black women in achieving their desired
leadership goals, Lawson (2018) concluded that mentoring experience and outcomes are
varied based on individual preference and personal experiences for each Black woman.
Education
Collins (2000) wrote with the acknowledgment of the academies in the 1980s
through the 1990s. Black women's leadership is moving away from the normal
examination of Black women's roles as leaders in the United States. Davis (2009)
reported that between 1980 and 2000, there was a significant increase in Black women
enrolling in colleges and universities. Black women continue to pursue higher education
to remain competitive in the workforce. According to the National Center for Education
Statistics (2020), across all racial and ethnic groups, women earned most of the
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certificates and degrees, and Black women received 64% of the total degrees conferred
during the 2015-16 academic year.
According to Henderson, Hunter, and Hildreth (2010), Black women have found
that through education, they have the potential to challenge the lack of diversity and
inclusion within systems of oppression. Collins (1986) wrote that Black women in
academia can use insight from their personal experiences with race, gender, and class to
ask new research questions to reflect a new lens that shows a Black woman's point of
view. Davis (2009) also concluded that attaining higher education has helped Black
women achieve their professional goals.
Research Gap
Although there have been studies focused on Black leadership in general and
Black leadership in the United States in particular, studies that specifically focus on
leadership of Black women are scarce. At present, there are no studies that examine the
lived experiences of Black women leaders in California, the most populous state in the
United States. The goal of this study is to address that gap in the research base.
Summary
Chapter II was the review of literature about Black women leaders and their
leadership roles in U.S. history in general and in the U.S. workforce in particular. The
literature reviewed included phenomenological studies researching the lived experience
of African American women in leadership positions in the federal government and in
education. Other literature reviewed included women’s issues related to race, gender,
voting, pay disparities, discrimination, supports, and challenges faced by women in
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general and by Black women specifically in the United States workforce. Appendix A
displays a synthesis matrix illustrating the literature highlighted.
The literature provided a historical context for Black women in leadership and
their efforts to overcome cultural and workplace discrimination. Although the body of
literature has increased, there continues to be a need for more scholarly research about
Black women in academic studies.
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CHAPTER III: METHODOLOGY
Overview
Chapter III begins with the purpose statement and research questions for this
study. Additionally, the methodology and procedures used in this research are identified
in this chapter. Also presented in this chapter are the research design, data collection,
data analysis, sample population, sample, and sample selection process. A goal for this
study was to add to the body of research on Black women in positions of leadership in
California state government. Data were collected through in-depth interviews with the
sample population of Black women leaders. Chapter III concludes with the limitations of
this qualitative study and a summary of the chapter.
Purpose Statement
The purpose of this phenomenological study was to explore the lived experiences
of Black women in their roles as leaders in the California state government with respect
to support received and barriers encountered.
Research Questions
This study was guided by the following research questions:
1. What are the lived experiences of Black women in their roles as leaders in
California state government positions with respect to personal supports,
organizational supports, cultural supports, and stereotypical supports?
2. What are the lived experiences of Black women in their roles as leaders in
California state government positions with respect to personal barriers,
organizational barriers, cultural barriers, and stereotypical barriers?
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Research Sub-Questions
Eight research sub-questions were developed to help answer the study research
questions:
1. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
personal supports?
2. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
organizational supports?
3. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
cultural supports?
4. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
stereotypical supports?
5. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
personal barriers?
6. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
organizational barriers?
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7. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
cultural barriers?
8. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
stereotypical barriers?
Research Design
The research design selected for this study was the phenomenological
methodology. Patton (2015) asserted that the philosophical interpretation of
phenomenology occurs when individuals only know what they experience. Moreover, an
individual’s initial understanding comes from the sensory experience of the phenomenon.
Additionally, “to fully understand the phenomenon, it must be described, explicated and
interpreted” (Patton, 2015, p. 116). The research design was selected to study the lived
experience of Black women in California state government who have achieved positions
of leadership. According to McMillan and Schumacher (2010), "the phenomenological
methodology aims to transform the lived experience into a description of its ‘essence’,
allowing for reflection and analysis of the phenomenon” (p. 32).
The qualitative research method allowed the researcher to inquire, explore,
discover, and utilize inductive logic through open-ended, semi-structured questions with
the study’s participants. According to Patton (2015), using inductive analysis permits the
researcher to understand multiple inter-relationships occurring among several dimensions
without making prior assumptions; therefore, as themes emerge, meaningful discovery
that leads to additional questions from observation and interviewing participants can
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occur. The researcher used semi-structured, open-ended interviews combined with
artifact collection to gather these data from the study participants.
Population
A population is a group that “conforms to specific criteria” (McMillan &
Schumacher, 2010, p. 129) to which research results can be generalized. The population
for this study included Black women who currently hold or formerly held midmanagement to executive-level positions of leadership in California state government.
The specific positions are as follows: Staff Services Manager I is the first level leadership
position over administrative work. The next level is the Staff Services Manager II, who
(a) has full management and supervisory responsibility, (b) is generally in charge of
significant staff functions, and (c) has subordinate supervisors. Third, the Staff Services
Manager III is a person who supervises the first and second level managers and is
responsible for technical and complex programs. Finally, a person serving as the Career
Executive Assignment is a high-level administrator who influences policy decisions
within state civil service, and there are three levels of pay for this classification. At the
time of this study, 472 Black women held current mid-management to executive-level
positions of leadership in California state government in the positions specified above
(CALHR, 2020).
Additionally, the researcher requested information regarding Black women who
formerly held mid-management to executive-level positions of leadership in California
government. The researcher received a response stating there is no official record of
these numbers (see Appendix B).
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Target Population
According to Creswell (2014), the target population is the “actual list of sampling
units from which the sample is selected” (p. 393). A target population for a study is the
entire set of individuals chosen from the overall population from which the study data
will be used to make inferences. It is important that target populations are clearly
identified for the purposes of research studies (McMillan & Schumacher, 2010). Due to
time or cost constraints, it is typically not feasible to study large groups; therefore, the
researcher chose population samples from within a larger group.
The target population for this study was Black women in current and former
positions of leadership in California state government who lived in northern California.
Recent data from CALHR (2020) identified that Black women in California state
government constituted 7% of the management population statewide (CALHR, 2020).
Population demographics by northern and southern region were not available. However,
CALHR data showed that 46% of California’s 219,604 state employees (101,017) work
in northern California. Statewide, 472 employees are Black women leaders. Of those
472 Black women leaders, 217 work in northern California (CALHR, 2020). The target
population for this study consisted of the 217 Black women leaders who currently hold
leadership positions in northern California and Black women who formerly held midlevel to executive-level leadership positions in California state government and live in
northern California (CALHR, 2020).
Sample
McMillan and Schumacher (2010) defined a sample as “a group of subjects from
whom data are collected; often a representation of a specific population” (p. 6).
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Moreover, Creswell (2013) explained that to have a purposeful sample for a qualitative
study, it is essential to include people in the study who have experienced the
phenomenon.
Sample Size
Qualitative analyses typically require a smaller sample size than quantitative
analyses. Qualitative sample sizes should be large enough to obtain feedback for most or
all perceptions. Obtaining most or all of the perceptions will lead to the attainment of
saturation. Saturation occurs when adding more participants to the study does not result
in additional perspectives or information. Glaser and Strauss (1967) recommended the
concept of saturation for achieving an appropriate sample size in qualitative studies. For
phenomenological studies, Creswell (1998) recommended five to 25, and Morse (1994)
suggested at least six. However, there are no specific rules for determining an
appropriate sample size in qualitative research. Qualitative sample size might best be
determined by the time allotted, resources available, and study objectives (Patton, 1990).
Sample Selection Process
According to Patton (2015), the sample selection for qualitative research is based
on the purpose, design, and questions proposed in the study. In this study, a combination
of purposive and convenience sampling was utilized. McMillan and Schumacher (2010)
explained that purposive sampling provides researchers a selection of “particular
elements from the population that will be representative or informative about the topic of
interest” (p. 138). The strategy employed to identify the participants was criterion
sampling based on the research problem, purpose, and questions. The criterion sampling
method allowed the researcher to select participants based on specific criteria (Patton,
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2015). The following criteria were established to select 12 eligible participants for this
study:
•

Black woman leader holding or who once held a mid-level to executive-level
leadership position in California state government and who lives in northern
California.

•

Black woman leader who had two or more years’ experience in positions of
leadership in California state government.

In addition, the convenience sampling strategy allows a qualitative researcher to
establish an accessible sample based on location and time (Marshall, 1996; Patton, 2015).
In this study, the convenience sampling strategy was simultaneously applied with the
purposeful sampling strategy to identify participants who met the criteria and who were
easily accessible to the researcher (Marshall, 1996; Patton, 2015).
Participant selection was accomplished using the following process:
1. Potential sample participants who were currently employed were sent a
request to participate in the study by electronic mail transmission (see
Appendix C). Email information was obtained via the employee directory for
the State of California Human Resources Department. The email
communication included the researcher’s information and credentials.
Additionally, the email identified the researcher as the main investigator and a
doctoral candidate with Brandman University. Also included in the email
communication was the purpose of the study.
2. Potential sample participants who were formerly employed were sent a
request to participate in the study by electronic mail transmission. Email
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information was obtained via the researcher’s personal network and a
snowball process that had interested individuals refer other potential
participants for the study. The email communication included the researcher’s
information and credentials. Additionally, the email identified the researcher
as the main investigator and a doctoral candidate with Brandman University.
Also included in the email communication was the purpose of the study.
3. A list of the individuals who responded that they were willing to participate in
an interview was created.
4. From the list of individuals willing to participate, 12 individuals were chosen
based upon the researcher’s access to them.
5. Each selected individual was sent a description of the study, informed consent
documents (see Appendix D), audio/video recording permission forms (see
Appendix E), and the Participant Bill of Rights (see Appendix F).
6. Appointments to conduct the interviews via Zoom were scheduled.
7. Interviews were conducted according to the schedule.
Instrumentation
The researcher was the instrument and conducted an in-depth, semi-structured,
and open-ended interviews and an examination of artifacts from the participants.
Interviews were developed to acquire data about the phenomenological lived experiences
from the participants of this study (Gay, Mills, & Airasian 2009). The specific variables
used in this study came from the following sources:
•

Personal supports and barriers (Candia-Bailey, 2016)

•

Organizational supports and barriers (Evans & Chun, 2007)
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•

Cultural supports and barriers (Benitez, 2016; Chalfant, 2018; Hayer, 2017)

•

Stereotypical supports and barriers (Davies, Spencer, & Steele, 2005)

For this study, the researcher was employed as a Technical Adviser, Staff
Services Manager I (Specialist) in a non-supervisory role for the State of California. As a
result, the researcher brought a potential bias to the study based on personal experiences
in a similar setting to those that were studied. The researcher took precautions to remove
researcher bias by enlisting the help of doctoral candidates to review the eight openended semi-structured interview questions prepared for the study.
Reliability
Reliability in studies is enhanced when the researcher establishes standards for
how the data will be collected (McMillan & Schumacher, 2010). Patton (2015) wrote,
“the standard open-ended interviews consist of a set of questions carefully worded and
arranged with the intention to take each respondent through the same sequence, asking
respondents the same question using the same words” (p. 439). The questions used for
the study were carefully constructed to gather the participants’ thinking towards the
phenomenon. The interview protocol had the same questions for each participant in the
study. The standardized semi-structured interviews provided consistency in structure and
allowed for quality review and for future replication of the research (McMillan &
Schumacher, 2010; Patton, 2015).
Expert panel review. A panel of two Black women leaders who were not study
participants reviewed the interview questions for content, appropriateness, and relevance
to the study topic. The panel gave the researcher feedback on the interview questions.
The interview questions were modified based upon the panel’s feedback.
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Field test. One method by which reliability can be developed is a field test of the
instrument. The interview questions and protocol were field tested to establish validity
and reliability (see Appendix G). The researcher conducted a field test with two
individuals who met the study criteria but who were not participants in the study. A
colleague familiar with the interview process observed the administration of the
interviews and provided feedback regarding researcher performance and actions during
the pilot interviews. Conducting the field test provided the researcher the opportunity to
ensure clarity of questions and probes, to practice interviewing methods, and to determine
if experiences aligned with conceptual areas revealed in the review of literature. Changes
were made to the questions and probes based on feedback from the colleagues. In
addition, feedback was solicited from each of the field test participants. The researcher
solicited feedback on interview methods, the recording process, and question length, and
changes were made based on the feedback provided.
Validity
McMillan and Schumacher (2010) stated the research design and data collection
methods determined by the researcher can make the determination about the validity and
credibility of the study. Furthermore, McMillan and Schumacher provided criteria that
can aid in evaluating the researcher’s actions when conducting research. Validity ensures
that the study “measures or tests what is actually intended” (Shenton, 2004, p. 64).
Validity also assures that the findings from the instruments are true (Roberts, 2010) and
are aligned directly to the research questions (Patton, 2015). Various strategies were
employed to ensure the qualitative data collected were valid.
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In this study, the researcher demonstrated relative elements identified as factors of
a critique of a study. The first critique is democratic validity. The researcher did employ
representation from interested stakeholders in addition to the selected participants who
were relevant to the study. The second critique was the outcome that validated the
researcher. The researcher identified in her purpose statement that she sought to explore
the lived experiences of Black women in positions of leadership in the California state
government and how they achieved leadership positions by identifying what support they
received and what barriers they encountered. The third critique established process
validity, which the researcher demonstrated by enlisting experts to evaluate the study
questions.
Also as a validity measure, the researcher used an Interview Question
Development Matrix (IQDM) designed to directly align the interview questions with the
research questions and variables of the study (See Appendix H). The use of the IQDM
assures validity in that the data gathered directly address the research questions and
variables of the study.
Data Collection
The researcher sought approval from the Brandman University Institutional
Review Board before collecting data for the study (see Appendix I). The researcher
proposed to conduct in-depth interviews with identified participants using Zoom
technology to maintain social distancing for the purpose of this study. Furthermore,
Creswell (2013) encouraged researchers to use newer innovative methods in addition to
standard interviews and observation of participants to collect data (p. 145).
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Human Subject Consideration
Before data collection began, the necessary course work was completed and
approval was given by the National Institutes of Health, certifying that the researcher is
qualified to perform research on human subjects (see Appendix J). Following each
participant’s agreement to be interviewed for the study, the participant was sent a
description of the study with the purpose and research questions, an Informed Consent
document, an Audio and Video Permission to Record document, and Participant Bill of
Rights. At the beginning of each interview and as part of the recording, the researcher
read the following statements and received affirmation from the interviewee: I received,
read and understand the Description of the Study, Informed Consent Document, Audio
and Video Permission to Record Document, and Participant Bill of Rights; I consent to
participate and be recorded for this study.
In addition, all participants were assured that all data collected as part of this
study would remain confidential and under control of the researcher either in a locked
physical file cabinet or in a password-protected electronic file. All data will be destroyed
five years following completion of the study.
Interview Procedures
The researcher conducted the following steps to collect data from the interviews:
1. The participation of selected subjects was confirmed via email.
2. By email, the participants were given the Brandman University Research
Participant’s Bill of Rights, which included the informed consent form and an
outline of the interview questions (McMillan & Schumacher, 2010).
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3. The researcher held 45-60-minute one-on-one interviews via Zoom with
current and former Black women in positions of leadership in state
government in Sacramento, California.
4. The interviews followed the Interview Protocol to ensure that each participant
was asked and had an opportunity to respond to the same questions.
5. Following each interview, a transcript of the interview was sent to each
participant so that they could check it for accuracy.
Artifact Collection
As a method of triangulation, artifacts were collected that pertained to the lived
experiences of the participants. Each participant was asked, as a part of their interview, if
they had an artifact related to the interview question being asked. The artifacts were
placed in tables, coded, and separated into the themes from the interviews that they
aligned with.
Data Analysis
The data collected and analyzed from Zoom-based qualitative interviews that
elucidated the phenomenological lived experiences of Black women in positions of
leadership in California state government constituted the overwhelming majority of the
data collected for the study. Upon completion of the interviews, the researcher used
NVivo software to identify themes that aligned with the supports and barriers that the
participants identified. The researcher enlisted the help of peers to code the themes to
increase intercoder reliability (Creswell, 2013).
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Data Coding
The process the researcher used to code the data was an analysis of the aggregate
data collected from observations, artifacts, and the interviews. The researcher transcribed
the interviews with the participants of the study. Once the interviews were transcribed,
the researcher used the software NVivo to upload the data to summate the frequency of
specific terms that were common in each respondent’s interview. Frequency tables were
created to show the relative occurrence of each term and theme. The researcher reviewed
the salient codes and created descriptive themes to identify and interpret the data. Each
time a relevant code was reviewed, the researcher dropped the text into the appropriate
theme that correlated with the information found in the transcript. The NVivo software
creates a chart that records how often a respondent identifies with a specific node (theme)
and keeps track of the frequency for each respondent’s data (Creswell, 2013).
Inter-Coder Reliability
Patton (2015) explained that qualitative data analysis allows the researcher to
interpret the meaning from interviews to draw conclusions about the study. After
compiling the data from the interviews, the researcher began the process of coding the
themes that emerged from the data. During the coding process, the researcher sought
peer review to improve the accuracy of the data analysis by refining the coding system.
Two colleagues familiar with the research and data coding process independently coded
20% of the data. The colleagues’ coding work was then compared to the researcher’s
coding to determine alignment, with the goal of achieving 90% alignment. The steps the
researcher exercised were appropriate steps identified by Patton (2015) in reviewing data
for qualitative research.
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Categorizing and Identifying Themes
During the coding process, categories with related codes emerged into themes.
According to McMillan and Schumacher (2010), the goal of qualitative research is to
identify key patterns within categories that create a connection and relationship. The data
were placed into frequency tables for analysis. The researcher evaluated the salient
themes and categorized them into subthemes to aggregate common ideas found in the
research (Creswell, 2013).
Artifact Analysis
As a method of triangulation, artifacts were collected that pertained to the lived
experiences of the participants. The artifacts were placed in tables, coded, and placed
into the themes from the interviews that they aligned with.
Limitations
According to Gay, Mills, and Airasian (2009), limitations refer to factors affecting
the research over which the researcher has no control. The researcher sought to analyze
the data collected from the sample population without bias as the principal instrument
collecting the data. The researcher intended to explore the phenomenological lived
experience of Black women in the workplace. Naturally, there is potential for people to
believe the research topic is biased, but the researcher has no control over personal
observations. The researcher is also aware of the threats to the experimental validity for
both the internal and external validity of the research study. The researcher took
precautions to mitigate any extraneous variables that could manipulate the collection of
the research data (Gay et al., 2009). The ethical consideration is to conduct exploratory
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research that can contribute to the body of research on the topic of Black women in the
workforce.
Summary
Chapter III detailed the nature of the study. It also identified the methodology
used to examine the phenomenological lived experience of Black women leaders in
California state government using qualitative research. Areas covered in this chapter
were the purpose statement, research questions, research design, data collection and
analysis, sample population, and the sample selection process. Lastly, this chapter
highlighted the significance of collecting meaningful data to examine a phenomenon
using an appropriate methodology to provide new research information in the area of
Black women leaders in California state government.
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CHAPTER IV: RESEARCH, DATA COLLECTION, AND FINDINGS
Overview
The purpose of this phenomenological qualitative study was to examine and
explore the lived experiences of Black women in their roles as leaders in northern
California state government. Also presented in this chapter are the purpose statement,
research questions, research methodology, data collection, data analysis, sample
population, sample, and sample selection process. A goal for this study was to add to the
body of research on Black women in positions of leadership in California state
government. Data were collected through 12 in-depth interviews with the sample
population of Black women leaders. Chapter IV concludes with the findings from the
qualitative study and a summary of the chapter.
Purpose Statement
The purpose of this phenomenological study was to explore the lived experiences
of Black women in their roles as leaders in the California state government with respect
to support received and barriers encountered.
Research Questions
This study was guided by the following research questions:
1. What are the lived experiences of Black women in their roles as leaders in
California state government positions with respect to personal supports,
organizational supports, cultural supports, and stereotypical supports?
2. What are the lived experiences of Black women in their roles as leaders in
California state government positions with respect to personal barriers,
organizational barriers, cultural barriers, and stereotypical barriers?
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Research Sub-Questions
Eight research sub-questions were developed to help answer the study research
questions:
1. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
personal supports?
2. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
organizational supports?
3. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
cultural supports?
4. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
stereotypical supports?
5. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
personal barriers?
6. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
organizational barriers?
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7. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
cultural barriers?
8. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
stereotypical barriers?
Research Methods and Data Collection Procedures
The research design selected for this study was the phenomenological
methodology. Patton (2015) asserted that the philosophical interpretation of
phenomenology occurs when individuals only know what they experience. Moreover, an
individual’s initial understanding comes from the sensory experience of the phenomenon.
Additionally, “to fully understand the phenomenon, it must be described, explicated, and
interpreted” (Patton, 2015, p. 116). The research design was selected to study the lived
experiences of Black women in California state government who have achieved positions
of leadership. According to McMillan and Schumacher (2010), "the phenomenological
methodology aims to transform the lived experience into a description of its ‘essence’,
allowing for reflection and analysis of the phenomenon” (p. 32).
The qualitative research method allowed the researcher to inquire, explore,
discover, and utilize inductive logic through open-ended, semi-structured questions with
the study’s participants. According to Patton (2015), using inductive analysis permits the
researcher to understand multiple inter-relationships occurring among several dimensions
without making prior assumptions; therefore, as themes emerge, meaningful discovery
that leads to additional questions from observation and interviewing participants can
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occur (p. 64). The researcher used semi-structured, open-ended interviews combined
with artifact collection to gather these data from the study participants.
The researcher sought approval from the Brandman University Institutional
Review Board before collecting data for the study. The researcher proposed to conduct
in-depth interviews with identified participants using Zoom technology to maintain social
distancing for the purpose of this study. Furthermore, Creswell (2013) encouraged
researchers to use newer innovative methods in addition to standard interviews and
observation of participants to collect data.
Human Subject Consideration
Following each participant’s agreement to be interviewed for the study, the
participant was sent a description of the study with the purpose and research questions, an
Informed Consent document, an Audio and Video Permission to Record document, and a
Participant Bill of Rights. At the beginning of each interview and as part of the
recording, the researcher read the following question and received affirmation from the
interviewee: Did you receive, read, and understand the description of the study, Informed
Consent Document, Audio and Video Permission to Record Document, and Participant
Bill of Rights? Do you consent to participate and be recorded for this study?
Additionally, all participants were assured that all data collected as part of this
study would remain confidential and under control of the researcher, either in a locked
physical file cabinet or in a password-protected electronic file. All data will be destroyed
five years following completion of the study.
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Interview Procedures
The researcher conducted the following steps to collect data from the interviews:
1. The participation of selected study participants was confirmed via email.
2. By email, study participants were sent the Brandman University Research
Participant’s Bill of Rights, which included the Informed Consent Form and
an outline of the interview questions (McMillan & Schumacher, 2010).
3. The researcher held 45-60-minute one-on-one interviews via Zoom with
current and former Black women in positions of leadership in state
government in Sacramento, California.
4. The interviews followed the Interview Protocol to ensure that each participant
was asked and had an opportunity to respond to the same questions as the rest
of the participants.
5. Following each interview, a transcript of the interview was sent to each
participant so that they could check it for accuracy.
Intercoder Reliability
Patton (2015) explained that qualitative data analysis allows the researcher to
interpret the meaning from interviews to draw conclusions about the study. After
compiling the data from the interviews, the researcher began the process of coding the
themes that emerged from the data. During the coding process, the researcher sought
peer review to improve the accuracy of the data analysis by refining the coding system.
Two colleagues familiar with the research and data coding process independently coded
20% of the data. The colleagues’ coding work was then compared to the researcher’s
coding to determine alignment, with the goal of achieving 90% alignment. According to
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Patton (2015), the steps the researcher exercised were appropriate in reviewing data for
qualitative research.
Categorizing and Identifying Themes
During the coding process, categories with related codes emerged into themes.
According to McMillan and Schumacher (2010), the goal of qualitative research is to
identify key patterns within categories that create a connection and relationship. The data
were placed into frequency tables for analysis. The researcher evaluated the salient
themes and categorized them into subthemes to aggregate common ideas found in the
research (Creswell, 2013).
Target Population
According to Creswell (2014), the target population is the “actual list of sampling
units from which the sample is selected” (p. 393). A target population for a study is the
entire set of individuals chosen from the overall population from which the study data
will be used to make inferences. It is important that target populations are clearly
identified for the purposes of research studies (McMillan & Schumacher, 2010). Due to
time or cost constraints, it is typically not feasible to study large groups; therefore, the
researcher chose population samples from within a larger group.
The target population for this study was Black women in current and former
positions of leadership in California state government who lived in northern California.
Recent data from the CALHR (2020) identified that Black women in California state
government constituted 7% of the management population statewide (CALHR, 2020).
Population demographics by northern and southern region were not available. However,
CALHR data showed that 46% of California’s 219,604 state employees (101,017) work
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in northern California. Statewide, 472 employees are Black women leaders. Of those
472 Black women leaders, 217 work in northern California (CALHR, 2020). The target
population for this study consisted of the 217 Black women leaders who currently hold
leadership positions in northern California and Black women who formerly held midlevel to executive-level leadership positions in California state government and live in
northern California (CALHR, 2020).
Sample
McMillan and Schumacher (2010) defined a sample as “a group of subjects from
whom data are collected; often a representation of a specific population” (p. 6).
Moreover, Creswell (2013) explained that to have a purposeful sample for a qualitative
study, it is essential to include people in the study who have experienced the
phenomenon.
Study Participants
Twelve Black women leaders in northern California state government were
selected to participate in the study. For confidentiality and anonymity, the data were
reported without reference to any individual or state department by name. The study
participants were each assigned a number as Respondent 1 through 12. All participants
were Black women who currently or formerly worked for California state government for
two or more years and met the study requirements. Collectively these women had 262
years in state government.
Table 5 displays the participant’s demographics and Figure 1 illustrates the
participant’s years of state service.
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Table 5
Demographic Information of Participants Interviewed
Participants
10

Gender
Black Female

Managed staff
or programs
Yes

2

Black Female

Yes

Years in
state service
2-43
Retired

Figure 1. Participants’ Years of State Service
Table 6 displays participant leadership title by classification type and Figure 2
illustrates participant leadership title and classification by percentage. The Staff Services
Manager I is the first level in the management classification series, and it is followed by
the Staff Services Manager II and III. Next is the Career Executive Assignment, which is
the highest management position outside of the Governor’s Cabinet positions or
Department Directors.
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Table 6
Study Participants’ Leadership Title and Classification in California State Government
Leadership Title & Classification
Staff services manager I

Number of Participants
4

Staff services manager II

2

Staff services manager III

1

Career executive assignment and/or appointee

5

Note. N = 12

Figure 2. Study Participants’ Leadership Title and Classification by Percentage

Presentation and Data Analysis
Chapter IV findings are from the data analyzed from the in-depth interviews with
12 Black current and/or former female leaders employed by the California state
government who live in northern California. An eight-question protocol was used to
collect the qualitative data for the research design. The findings revealed the
phenomenological lived experiences of 12 Black female leaders regarding the supports
received and barriers encountered in their pursuit of leadership positions with the
California state government.
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Interviews were conducted via Zoom, which is a video conference platform. Each
interview lasted 45-60 minutes. The data collected through these in-depth, semistructured, open-ended questions provided data in response to the research questions.
The following section provides responses for each of the eight research sub-questions.
Research Sub-Question 1
The first interview question asked in support of Research Sub-Question 1 was:
“Please describe personal support you received in your experience as a leader in CA
government.” Five themes emerged from the participants’ responses. Data collected
from the interviews revealed that the respondents' most common personal support
received was from a supportive manager or department leader. Ten out of 12 respondents
(83%) identified this support. The second most frequent source of personal support came
from Black men and Black women. Five out of 12 participants (41%) identified this
support. Support from White men and White women and support from coaching or
mentoring tied as the third most frequent response (33% of respondents). Next, 25% of
the respondents stated their support came from family, friends, or external support.
Lastly, less significant themes identified personal support from state employees, peers, or
staff as an additional source of support. These themes received two or fewer responses
(17% of respondents or less).
The major salient theme from the 12 study participants was mentioned by 83% of
them. They shared the following statements about the personal supports they received in
pursuit of leadership positions within California state government. Respondent 2
reported,
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I did have a manager for a department that I worked for that supported me,
although he was a micromanager. Aside from him, there was no real support as
far as anyone else. During the time I came up in management, there was very
little support.
Respondent 4 stated her support was a mixed bag, but she had a manager “that
encouraged me to pursue my master’s degree.” In addition, Respondent 6 reported, “I
had support from this one manager but did not receive much support from my
leadership.” Respondent 8 answered, “the hiring person who hired me, who was an
African American man, supported me.” Respondent 9 indicated, “there has always been
at least one person that would help me through different work projects, but it was rare
that any helped me to progress.” Respondent 11 stated, “I received a lot of support at one
particular department because they had good solid leadership there.” Respondent 12
answered that her support came from “Black women who understand some of the things
that I may have been going through trying to propel my career further up the ladder, and
maybe some challenges I faced along the way.”
The five most frequently cited themes are displayed in Table 7.
Table 7
Personal Support Received
N
Respondents
12

Personal Support Major Themes
One supportive manager or department leader

Frequency
10

Percent
83%

Black men or Black women

12

5

41%

White men or White women

12

4

33%

Coaching and mentoring

12

4

33%

Family or friends or external support

12

3

25%
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Research Sub-Question 2
The following interview prompt was designed to solicit answers for Research
Sub-Question 2: “Please describe organizational support you have received in your
experience as a leader in CA government.” Five major themes emerged from the
responses. The data revealed that 50% of the 12 study participants received
organizational support through leadership academy training and conferences. This was
the most frequently mentioned theme that emerged from the data collected. The next
three major themes—none or minimal support, mentoring, and management support—
tied in frequency, with 33% of respondents mentioning each of these themes. As the
least frequently mentioned theme, 17% of respondents indicated organizational support
received consisted of departments that supported continued education.
Each of the six respondents who mentioned the most frequent theme elaborated
on their reasons. Respondent 1 shared,
The department provided leadership training; however, it was competitive. There
was no one really jockeying for me. The year I was accepted into the leadership
academy, I felt it was only because there was low participation. However, I do
not have documentation to support that, but I believe that is what happened.
Respondent 2 stated, “through my mentorship, I expressed that I wanted to pursue
leadership training because I knew what I wanted to do; therefore, I was allowed access
to those training opportunities.” Respondent 3 shared, “I attended the leadership
academy that was through Sacramento State University, which prepared me to be a
leader.” In addition, Respondent 5 indicated, “I was fortunate to work for a department
that sent us through a week-long training with a Fortune 500 diversity trainer. Also, I had
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organizational support through management development programs.” Furthermore,
Respondent 6 reported, “training was always open to staff management; it was
encouraged. However, I had to really seek the guidance on my own to find out what type
of training I should take to move to the next level.” Finally, Respondent 10 expressed,
“my department nominated me to go to certain trainings and conferences, and they were
all focused on leadership training.”
Table 8 reflects the frequency of the study participants’ responses.
Table 8
Organizational Support Received
N
Respondents Frequency
12
6

Organizational Support Major Themes
Leadership academy, training, and
conferences

Percent
50%

None or minimal support

12

4

33%

Mentoring

12

4

33%

Management support

12

4

33%

Support through continued education

12

2

17%

Research Sub-Question 3
The following interview prompt was designed to solicit answers for Research
Sub-Question 3: “Please describe cultural support you have received in your experience
as a leader in CA government.” Five major themes emerged from participants’
responses. The data revealed two major themes that emerged with the highest frequency.
Eight study participants (67%) acknowledged they received minimal to no cultural
supports in their roles as Black women leaders in California state government. With the
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next highest frequency, 5 of the 12 study participants received cultural support from
African American men or women within state government. Finally, three themes were
mentioned by 25% of respondents: diversity and inclusion training, external cultural
organizations, and informal support received from other minorities or from their peers.
When elaborating on whether she received cultural support, Respondent 1
reported,
I cannot say that I did, no. So nothing formal, but an unspoken group of women
of color, like Hispanic and African American. I cannot say that about Hispanics
actually, because that is a whole other dynamic in the workplace, where there is
racial divide between the Hispanic and the African Americans that I worked with.
So, I cannot say that about them.
I would say for African American, I did have a nice majority of people that were
in that building that constantly commented before I was promoted that I should
apply and that I should have been in leadership a long time ago – so, informally,
yeah.
Respondent 2 stated,
It goes way back. So, I do not know if you ever heard of the Black Employees
United for Equality? That was back in the 70s. Yeah, you have not been around
too long. So, it was an organization. And I know it encompassed some people in
Sacramento. But I knew a lot were with the department I worked for at the time.
And that was the one organization early on that gave a lot of support to people of
color, mostly Black people, and there were some brown people as well.
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Respondent 3 replied,
I have never received cultural support. There was always an agenda with support
from anybody in the state of California, if you understand what I mean. It was for
the benefit of the department, as me, as a leader for the department. Culturally, I
never received support. I think African American women are the most
misunderstood, and everyone else’s culture gets a pass for what they have gone
through but us.
Respondent 4 asserted,
I want to say with a few exceptions, for the most part, no. I don’t think I worked
at departments where there have been structured roots. Most of the departments
do not have like employer resource groups. They do not have a Black employee
network or a Latina, Latinx network for people to go to. And if they do, maybe it
is underground, something that people are doing outside of work, but nothing like
that is part of their culture or their framework of saying, ‘this is how we embrace
diversity, and we allow people to do that’.
Respondent 6 replied,
My experience to that question is basically limited, very limited. I was involved
with Black Advocates for State Service when that existed way back when, but I
recall attending that conference, and they did offer classes, but it was very – it
wasn’t based on helping you grow as an African American, as a leader. And it
was so long ago, but other than that, I don’t – can’t think of one class that helped
me in that area.
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Also, this is an interesting question because implicit bias is something our
department – in my opinion – has not taken seriously. Recently, with all the
systemic issues surrounding our nation, I suggested in a leadership meeting that
we need to bring implicit bias and offer it to all the employees, and it was not – it
did not really get serious – no one took it seriously until later. Later, they started
offering a few sessions that Human Resources put out, like developing an ally. It
is similar to implicit bias, but not exactly.
Respondent 7 said, “I have none. I have nothing.”
Respondent 8 answered,
Yes. Not necessarily as a leader, but as a Black woman that was in state service,
trying to move up, or trying to improve state service. I met a lot of Black women
that were there, not necessarily trying to help get me to the next level, but more as
a support group, being able to talk about the different things that were happening.
Talking about, ‘Hey, what do you want to do? How do you want to move up?’ or
just being there to be like, ‘Hey, hi, how are you doing? You are still here or
there?’ ‘Okay.’ ‘Yeah.’ As time went by, I started to see with these Black
women, what they could accomplish, and I also knew that they could do more.
Respondent 12 replied,
My cultural support, I can count on one hand with a couple of fingers of my
support. It has been slim to none in state government. I know there were a group
of Black women that together, we supported each other, we lifted each other up,
we leaned on each other, and called each other. And you know, when we were in
situations, we were there for each other. And sometimes those phone calls and
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those emails or those text messages that we need to get us through that particular
day when something has gone haywire. So, those are the only people that I have
been supported by.
The second major theme that emerged, with 41% of respondents mentioning the
theme, showed cultural support came from African American men or African American
women. The above comments from Respondents 1, 2, 6, 8, and 12 reflect this theme.
Table 9 reflects the frequency of the study participants’ responses.
Table 9
Cultural Support Received
N
Respondents Frequency
12
8

Cultural Support Major Themes
Received minimal or no cultural supports

Percentage
67%

African American men or African American
women

12

5

41%

Diversity and inclusion training

12

3

25%

Support from external cultural organizations

12

3

25%

Received informal support from minorities
or peers

12

3

25%

Research Sub-Question 4
The following interview prompt was designed to solicit answers for Research
Sub-Question 4: “Please describe support you have received that prevented you from
being stereotyped in your experience as a leader in CA government.” Three major
themes emerged from participants’ responses. The data revealed two major themes from
participants’ responses about the support Black women leaders received that prevented
them from being stereotyped. The first theme to emerge was the presence of an executive
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leader or manager or a White man or White woman who prevented them from being
stereotyped. Six participants (50%) mentioned this theme. The second theme to emerge
was the absence of support that Black women leaders received preventing them from
being stereotyped; five participants (41%) mentioned this theme. Finally, one participant
(9%) referenced that diversity and inclusion training prevented them from being
stereotyped in the workplace. The following responses were recorded from the study
participants based on the two major themes that emerged. Respondent 2 reported,
That’s a hard question. All right. Wow. So, this probably was back in the 80s. I
was assistant manager at a department field office. And at that time, it was
predominantly a White community. There were very few Blacks working in that
area. My manager was a White male. On several occasions, the customers, if
they asked for the manager, would get a supervisor. However, the middle
manager was me, who was an African American woman, and they did not want to
talk to me. They basically said, ‘No.’ So, after a while, going back and forth to
my boss, he would say, ‘I’m not coming out there. They’re going to have to deal
with you.’ Because if he came out there, they would totally ignore me. So, they
had no choice. So, that would be one of the first instances I had.
Respondent 6 stated,
Yes. Let me think about that, if I can think of anyone in the leadership that
prevented me from being stereotyped. Well, honestly, I think I can still go back
to my first branch chief – first manager – because I had a situation. I was at a
meeting; I was the only Black leader within the group, and a gentleman made a
comment about someone else’s employee, and mentioned that he was – he did not
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– he said the employee did not want to come and sit in and have lunch with us
because he did not want to sit with his ‘massa,’ a slave term.
So, immediately – I did not even have to say anything – my previous branch chief
told him, ‘Wait a minute, wait a minute. That is inappropriate, that is an
inappropriate comment,’ and he basically just told him that he should not be
saying anything like that. So, later that same day, I got a call from the gentleman
who made the comment, and he profusely apologized. He didn’t really know me,
but he learned later who I was because my branch chief addressed him. He talked
to him and told this guy – the gentleman, who was a veteran – he just thought it
was okay to say something like that without being aware.
Respondent 7 described the support she received that prevented her from being
stereotyped,
yes, there was one in particular – actually, two with my former agency. It was a
newer agency. The one came in as the director. And she saw that we needed
some structure. So, she said, ‘I have the perfect person. And I just think this will
be the perfect fit.’ And she was absolutely correct. I worked for him for four
years. And there were those in the department who tried some of those
stereotypical things. For instance, something you have not mentioned – instead of
coming directly to you, they would go around you so as to not have to deal with
you. And he would do things like – okay, and while they were sitting there, he
would call me on the phone. Or he would have me come down. And we would
address it right then and there. And he would show the utmost respect and
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support. And that would be my main one because he got me through when I first
started in management.
Respondent 8 provided this statement regarding the support she received that
potentially prevented her from being stereotyped,
I noticed that people did not necessarily want to work with me. They would find
excuses, or they would just say, ‘Oh, I'll just do the program myself. Do not
worry about it. You do not have to worry about providing any input. I will put
your name on it.’ And I am thinking, well, I am the one who started the whole
project. I have been running this program. Why would you do that? And this is
coming from deputy directors. And branch chiefs, different people within the
department that would start doing things like that to me. And my manager would
be like, ‘oh no, that is her program. She is the one responsible for this project.
Do not worry about her. She is very nice. She's very sweet.’ And then, I am
trying to think, why would they have to describe me as nice and sweet, instead of
just saying, ‘Hey, she's knowledgeable. She is the one who has been doing this
project.’ And then, I hear the comments, ‘Oh my God, you're not who I thought
you were.’ Or, “you are much nicer than I ever thought.’ And I am thinking, well
why would you think that I was mean?
For the second major theme, 41% of participants indicated they received little to
no support that prevented them from being stereotyped. Respondent 3 stated, “I haven’t
received any support preventing me from being stereotyped.” Respondent 4 asserted, “I
left a department because I received no support that prevented me from being
stereotyped, and I worked in their Human Resources office”. Respondent 10 responded,
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“I received support only through mentorship. That would be the only type of support I
can recall”.
Lastly, Respondent 1 was the only participant to mention support through
diversity and inclusion training,
We had a Diversity, Equity, and Inclusion Committee. I want to say we called it
the equity collaborative. And it was a diverse group of individuals that were
working to change the way that we hired. So, I would say support would be just
them trying to initiate changes in the way that we hired that I think later actually
ended up helping me. I benefitted from that group being there to have
conversations about how there was not enough people of color in management.
Table 10 reflects the frequency of the study participants’ responses.
Table 10
Stereotype Support Received
N
Respondents Frequency
12
6

Stereotype Support Major Themes
Executive leadership, managers that were
White men or women

Percent
50%

Received no support that prevented being
stereotyped

12

5

41%

Diversity and inclusion training

12

1

9%

Research Sub-Question 5
The following interview prompt was designed to solicit answers for Sub-Question
5: “Please describe personal barriers you have encountered in your experience as a leader
in CA government.” Three major themes emerged from participants’ responses. Three
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major themes emerged with the highest frequency. Five respondents (41%) shared
personal barriers they encountered around being stereotyped by race, gender, or their
name. Five respondents (41%) also expressed they encountered a lack of support. The
third major theme involved lacking opportunity, lacking recognition, or being silenced in
their roles as leaders or in pursuit of leadership positions within California state
government. Four respondents (33%) identified this theme.
The following responses were recorded from the study participants based on the
three major themes that emerged. Respondent 1 provided the following statements
surrounding her personal barriers encountered,
I am going to go back to the beginning. Being called for interviews that I know
that I was overqualified for just getting in the door. I interviewed over the course
of five months with multiple agencies and no bites. In fact, one of the interviews
that I showed up to, my interview lasted five minutes. That was my first
interview.
I did not know what state government was supposed to look like or what the
interview process was like. But the barrier to me, I felt like, is having multiple
degrees, and walking in and being told that I did not qualify for an interview.
And my interview lasted five minutes. That was a barrier for me. And I think
that they had only called me because my last name, because it was working in an
office that provided migrant services and housing. The majority of the staff – I
shouldn’t say majority. All the staff were Hispanic. And the program deals with
immigrant farmers who need housing when they move to California. So, I would
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say the barrier was my name, people thinking that I was something different and
then showing up and not given – I literally had a five-minute interview.
Another barrier, once I got hired – what would I say? I was the only woman
when I got hired. And then, eventually, we had more. So, when I got hired, I was
the only Black person in that – well, let me make sure I say it the right way. I was
the only Black employee in the section where I got hired and did not really have
the camaraderie or the colleagues to help me with the onboarding process or make
it something that was comfortable.
So, I had to teach myself. I am not saying that in an obnoxious way. I will not
say I had to teach myself. I hate when people say, ‘I had to pull myself up from
the bootstraps.’ I am not going to say that because I don’t believe none of that is
real. Everybody has somebody help them. But coming in, I did not have the
relationships because of not fitting into the cultural situation that was there. It
was mostly White males. So, I did not really have that support system from
anybody to tell me how to do my job or that was going out of their way to show
me or to tell me a good way to do it. And because of that, I had to work harder.
A message came back to me from some of the more experienced staff. They told
me to knock it off because I was doing too much work, and I was making
everybody look bad. And they were not happy with me at all. So, they were
going to do whatever they could to be a deterrent to how I did my work, because
it was starting to shine a light on what people were not doing.
Also, I would say the barriers were being the only one initially and being alone,
not having a support system coming through the door, being somewhat kind of
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invisible, because you come up with ideas and because nobody respects you –
they cannot see you just because of the color of your skin. It is hard to make
change or want to do a good job when they won’t even acknowledge that you’re
in the room. And I mean literally. I am not saying you are not at the table. They
really just straight up ignore you. So, I would say coming in the door, that was a
barrier. Later, once I started to get a name for myself, the barrier would be – what
would a barrier be? I do not know. I think after I got promoted, the barrier was
the female part of it, because I was working with a bunch of minorities – or not
minorities, but people of color or people who were considered minorities.
Respondent 3 described her personal barriers encountered in her pursuit of
promoting within California state government as missed promotional opportunities, being
silenced, and ideas being taken with no recognition or acknowledgement. She stated,
some of those personal barriers are systematic racism, that… let me put it to you
like this. When I was an office technician, there was one White woman who
wanted to wield her power. I felt that I was ready for a promotion to go to the
next level, either personal technician or staff services analyst. She was like, ‘Oh,
you are not ready,’ but could not articulate why I was not ready when I challenged
her, so, that is a barrier. It’s a barrier when there are individuals above you who
abuses power and uses stereotypes or misinformation about African American
people to not promote you or to hold you back.
Another barrier is that I have had my ideas stolen. Mine have been stolen and
repackaged. When I said it or introduced an idea there was – silence. Then
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somebody else takes my idea, steals it – who does not look like me – and it’s the
greatest thing since sliced bread.
Respondent 4 declared,
A lot of the barriers are – well, some of them are internal, too. It is already
knowing how the nation perceives Black people in this monolithic stereotype,
especially being a Black woman, and you are categorized as an angry Black
woman. And there is this perception that you may not speak well. Another
personal barrier for me is knowing stereotypes exist, and I always feel that I must
fight against them. Before I interview because of my name, I already know that
people are going to assume that I am Black, or that I am not Caucasian. So, I
know that when I get into the room, in every space, I am already having that battle
there, that they have already made assumptions about me based on my name. So I
have to now counter those assumptions.
Respondent 6 stated,
I have been called to attend meetings because I am Black. I am not saying that is
a barrier, but my deputy director is a White female – and since the era of Zoom,
she attends these meetings with her camera off, and that makes me feel
uncomfortable, and unworthy. I am put in positions to field questions that I
cannot answer, so I feel that I am basically being set up to fail.
Respondent 10 provided the following narrative about the personal barriers she
experienced,
I wish that I had more pros than cons, but I don’t. As a leader, especially a Black
woman, as a Black woman, we are often seen as the angry Black woman, if we
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are in a meeting and give our opinion and it comes out a little strong. So, I have
been pulled aside to say “you know, hey, you do not want to come off like an
angry Black woman.’ It is like, I am not coming off as an angry – I am coming
off as a person, just expressing my opinion. But that, being in meetings where
you are the only person of color there, and there are comments made, and you just
stand up to the biases that you are facing. Moreover, I have been at meetings
where I have been told not to speak, that I’m there just to listen.
Respondent 2 identified that the personal barriers she experienced were,
not knowing how to interview for some of the positions. And when it came to
having people to really lead you in that aspect, they did not really share a lot of
information. So, it was like – ‘well, how do I know to interview?’ So, it became
a – ‘well, let me try this or try that.’ You go through the motions and you have an
interview. Yes, I can get a book on how to dress for success, but to have someone
say, ‘here is a mock oral’ would have been helpful. Because when I first started
in state government, there was no such thing. The only thing they offered were
how to write a resume and your cover letter. And most of the information I got
was not from the state.
As I progressed through time, and people would say, ‘well, you are going to
aspire to be staff services Manager 1, this is what you need to do.’ The barriers
also – depended on what circle you are in; they are not going to share too much
information. So, when you are a minority and you are already on the outskirts of
that, trying to find people that are willing to help you navigate is far, few, and in
between.
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Respondent 8 also described the personal barriers she has faced in her role as a
leader in California state government,
After the African American male who hired me left, my current boss brought in
another White woman, and they want to control everything that I do, even at my
level. They had no respect for my education nor my experience. They want me
to do as told and not ask questions, and that presents a challenge for me.
Table 11 reflects the frequency of the study participants’ responses.
Table 11
Personal Barriers
Personal Barriers Major Themes
Stereotypes, esthetics, race, gender, and name

N
Respondents Frequency
12
5

Percent
41%

Lack of support

12

5

41%

No opportunity, lack of recognition, and being
silenced

12

4

33%

Research Sub-Question 6
The following interview prompt was designed to solicit answers for Research
Sub-Question 6: “Please describe organizational barriers you have encountered in your
experience as a leader in CA government.” Four themes emerged from participants’
responses. The data reflect four major themes that emerged with the highest frequency.
Two themes tied as the most frequently mentioned: intentional hindrances of promotional
opportunities and hiring practices and panels that lacked diversity. Both of these themes
were mentioned by 41% of respondents. The third central theme showed that Black
female leaders in California state government dealt with lack of communication and lack
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of access to information in their job performance. Finally, two study participants (16%)
revealed that systemic racism was an organizational barrier they experienced or
witnessed while in their leadership position.
The following responses were noted from the study participants based on the three
major themes that emerged. Respondent 1 stated,
Our human resources department are part of the organizational barriers. I will
provide you with a fact-based example. I interviewed people that I really thought
would be a good fit for the position. And I noticed for me, I probably had three
positions open. And I should have the right to hire who I wanted. But every
single time, that opportunity was taken from me. When I presented my selected
candidate, someone from a higher level would make the decision for me. They
were purposely keeping Black folks out.
Respondent 4 described hiring practices she experienced,
It is hard when people do not believe in you, and that racism in the workplace is
real. I believe our equal employment opportunity merit-based processes are
flawed. When you make a hiring decision, look how you want it to look.
Departments post an advertisement and people can apply, but what happens after
the interview is in question. So again, I think that our barriers are etched with
systemic racism. I am currently teaching at three colleges. I have an advanced
degree and multiple certificates, yet I cannot advance in the state. Yes, something
is wrong with this picture.
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Respondent 6 provided this narrative regarding organizational barriers,
One experience I have had is access to information. We provide weekly status
reports to our deputy director each week as a division; every branch is required to
provide a weekly status report. So, I asked the question, ‘Is it possible for us
leaders to have access to all the weekly status reports so that we understand
what’s going on in all the various programs?’ Well, I was told that information is
only for the leadership team, who are the branch chiefs, and that the information
is confidential, and it cannot be shared with the other leaders. And to me, that is
an organizational barrier, because you have to know what the right hand is doing
from the left within your division, and it eventually came down to the
management – they had to start sharing the reports with us. But also, I was told
by my branch chief, ‘I’m sharing this with you because I feel it is needed within
the branch’ – this came from my new branch chief. But, prior to that, we would
not have access to those reports at all, and I always felt that was a barrier.
Respondent 7 reported her experiences related to hiring practices,
One example I gave where they chose someone else to hire. When I say, ‘go in a
different direction,’ I meant hiring. I guess I should have clarified that. We
decided to go in a different direction – it had happened twice. They could not say
that the people had more experience. So, the first time they said, ‘well, we
decided to go in a different direction. And this individual’s been in state service a
lot longer, and maybe you can learn some things from them.’ And I did. I
learned what not to do.
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And then the next person, I guess they got tired of the false story, and they just
straight up said, ‘well, we hired this person. And we expect you to support them.’
Respondent 8 described the organizational barrier she encountered after her
African American executive manager left state service,
When the new manager took over after my previous executive director left, I was
shut out of meetings, calls, and department strategies related to our program. It
put me in a position whereas I could only function to do what they told me to do
without having the knowledge of why I was doing it. Again, for me, it goes back
to critical thinking. They did not want me to do any critical thinking. They just
wanted me to do what they told me to do. If they told me to move a box from the
left to the right, that is all they wanted me to do. I did not need to understand, in
their opinion, why I needed to move the box from one side to the other.
Respondent 9 detailed her experience with hiring practices as an organizational
barrier. She stated,
I recently went for a promotion. I did not get it. When I discovered who got the
job, I understood why. But the funny thing is: When I asked in the interview what
were they looking for, they said a people person, which I am. And I am the one
that keeps everybody running down in our little unit. But that is not what they
were truly looking for when they hired someone. They were looking for
somebody that was more of a receptionist. And of course, since I am good and I
know everything, that receptionist can keep asking me questions on how to do
things to get their job done. And she was a White woman.
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Respondent 10 reported her experience on hiring panels that lacked diversity in
their hiring process,
I was the only African American, for our department. And it was important that
when we are hiring people, that we consider bringing in a mixture of people.
Note – I deal in contracts, and it was the same. I rarely seen other people that
look like me. Their teams were not diverse. So for me, it was important that we
brought more diversity into our department, but I did not feel supported, even
though I made sure that I sat on interview panels. Or if there was an interview, I
would ask to see the application and resumes and ask why they were screening
certain individuals out of our hiring pool.
Respondent 12 stated her experience with organizational barriers centers around
nepotism,
I find that family, friends, this is government, right? Family, friends who –
neighbors, cousins, people pulling each other up, and the most qualified
individuals do not get the job but are left to do the brunt of the work once a
relative comes in, and they’re managing that person. And I am not saying this has
not happened to me, but I have witnessed it happen around me in state
government.
Respondent 2 experienced pay disparity. She described that her organizational
barrier occurred:
When I applied for my chief executive appointment position. I was aware of job
performance of the individual who had left and what he had accomplished. Also,
I knew I would far exceed the work he completed. However, when I negotiated
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my salary, they offered me $30,000 less than what he received for the same job.
That was an organizational barrier I found extremely disheartening.
Respondent 5 described what creates organizational barriers and her thoughts
about what should be done,
It is important to make sure or have the opportunity to be present. So, what I
mean by that is, for instance, when you get to mid-level management positions,
for instance, like a Staff Services Manager III, I think at that point, the executives
should be more willing to talk to you directly, as opposed to indirectly. I think
not having the exposure to the executive staff have presented barriers for me, not
having the direct access to executive management. After all, we are closer to the
working staff and organizationally are more familiar with key issues but have
limited access to convey that information upward.
Respondent 3 stated,
The organizational barriers are systematic racism – where the playing field is not
level, and you do not get the opportunity. I just happened to have a couple of
good White folks that believed in me, my ability and trusted me. There were no
Black people there to help me. So now that I am in the position that I am in, I
have to make sure that everything is a fair, level playing field for everyone. There
have been more African Americans and other minorities hired since me and my
manager have been at this department than ever before in the history of this
department. So now, instead of me being the first African American executive,
we now have two more. So, when we get where we need to be, we have a
responsibility – to the community.

110

I have put some policies and procedures in place to make sure that hiring is fair
and to make sure that all panels are diverse, make sure that our equal employment
officer is involved, and that was my way of leveling the playing field for
everybody. Many Black people will not question stuff. A lot of us are staying
silent and do not say anything because they are so afraid of being labeled. We are
already labeled. You might as well go ahead and push the envelope.
Table 12 shows the frequency of the participants’ responses.
Table 12
Organizational Barriers
N
Respondents Frequency
12
5

Organizational Barriers Major Themes
Intentional hindrances of promotional
opportunities

Percent
41%

Hiring practices and panels that lack diversity

12

5

41%

Lack of communication and access to
information

12

4

33%

Systemic racism

12

2

16%

Research Sub-Question 7
The following interview prompt was designed to solicit answers for Research
Sub-Question 7: “Please describe cultural barriers you have encountered in your
experience as a leader in CA government.” Four themes emerged from the answers to
this prompt. The data reflect four themes that emerged from the participants’ responses.
Sixty-six percent of the study participants indicated they had experienced a lack of
diversity and inclusion as a Black woman leader in California state government. The
next significant theme to emerge received a 58% response rate from the study
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participants, who identified they had encountered peers who placated cultural acceptance
and/or tolerance around issues relating to culture. Two additional themes that occurred
with an equal response rate from the study participants were feeling a lack of support
from other Black people and a lack of cultural empathy from peers around the topic of
race in state government. These three respondents noted a specific cultural barrier they
experienced was microaggression from peers or their employer.
Six study participants (50%) identified that they either witnessed or experienced
cultural barriers in two or more of the emerging themes. Therefore, the researcher
highlighted the participant responses relating to two or more themes. Respondent 1
provided the following statement about diversity and inclusion,
The cultural barriers would be – I am having a hard time articulating. But I would
just say the fact that there wasn’t inclusiveness, I guess? No inclusiveness to
want to learn or dig in, I guess, if you will. It was happening at an organizational
level, where we had the diversity, equity, and inclusion committee or the equity
committee that was trying to bring people together. But from that middle level
management, I did not see the effort to try to bring people together across the
board.
Respondent 1 added,
I did not fit the clique. I do not know what bucket to put this in. But I knew
every Friday night that all the White people would go and get drinks at restaurant
on the river. And I was never invited to that. I know that they would go and do
activities together in Rocklin. So, if you were not invited to those events, those
were the same people that were doing the hiring. These are the people that were
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making the decisions. These are the people that kind of ran the whole
organization.
Respondent 2 provided the following narrative about her experience identifying
cultural barriers and their impact on people of color,
Cultural barriers – you kind of end up ignoring those, because you are always
faced with them. So, if you focus on those cultural barriers, you will never get
anywhere in your career. So, I do not know if you remember any of your relatives
ever telling you that during segregation, they had to plow through and find ways
to navigate in spite of. And that’s kind of what happened. So, it is kind of hard to
think about what they are. I kind of touched on it a little bit through this
interview. But to nail it down and say there is one – because some are so subtle.
Some are very subtle. So, it is hard to pull that out. But it is awkward.
I will give you another one, too. So, it’s not just non-people of color doing that;
sometimes it’s coming from people of color. So, if you look at that side of it,
sometimes in my career I found that they were not people of color that were more
helpful than the people of color. And I gave you that one region manager that
was very mean in his management style. So, I knew what I did not want to be.
But that was damaging, too, and it is more damaging when it comes from a person
of color, because you are looking to them as a support. As an ally – but you are
going to tear me down instead. So, there is some psychological damage that can
be done for a period there.
Respondent 4 provided an overview of the cultural barriers she was aware of as
someone who worked in the area of human resources for the majority of her state career,
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I think the biggest cultural barrier that I’ve encountered is that the state of
California is not progressive as far as being inclusive. Are we diverse? Yes, but
that’s just a numbers game. You can just say that we have all these people sitting
at the table and count them up. But then also where is that representation as you
go up the career ladder? Yes, you can have a lot of Black people that are your
clerical, your entry-level analysts. But as you start going up that leadership rank,
it looks more and more homogenous. Homogenous in those who do not, who are
less.
So, that is where you have to step back and say, okay, we are not an inclusive
environment. We are not focusing on equity. They do those little annual
workforce mutilation reports, and I am like, I don’t even know what Cal HR even
does with those. Like, do you really look at the demographics of Department X?
Yours have not changed. Your leadership ranks are still this. What is going on? I
do not even know. Are we just collecting this data for what purpose?
So, the academic purpose, but when we are looking at it far as making decisions,
as far as where are people allocated gender-wise and race-wise, I do not see that.
I do not see a report coming out. I do not see department names. For the past 10
years, we have seen this, and there have been no movement in leadership
positions that represent – I do not see those type of reports coming out. There
should be that. There should be some type of consultation departments, like what
are you doing?
And then also the fact that how many departments have a position that is
dedicated to diversity and equity? Usually, they roll that up to Equal Employment
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Office (EEO), and EEO and diversity are two different things. EEO is the bare
minimum compliance. No more than that. And EEO is looking for explicit
discrimination. Are you calling somebody the N word? Did you touch
somebody’s breast? It is not looking for microaggressions. It is not looking for
micro insults. Those things will not even rise to the level of warranting an
investigation. If someone says, ‘well, he said I spoke well all the time,’ well,
okay. They don’t have that mindset to be like, ‘okay, where is that coming from?
Where is this going?.’
So, our system, again, is not conducive to identifying those type of things. EEO
is not conducive to micro insults or microaggressions. None of that. So, if it is
only looking for blatant, in your face racism, discrimination, then it’s never going
to get the subtle things that are able to hide and look on its surface like, ‘Oh, that
must have been a compliment. They said you look well.’ Well, no, it wasn’t a
compliment.
And then there is a cumulative effect of what that has on your psyche, too, and
things of that nature. So, I just think the culture for the state of California overall
is not conducive to really supporting people from historically underrepresented
and marginalized populations.
We do not train managers. I have been, and I do not know. I took my
supervisor’s training back in 2011. There was not a whole lot on how you build
an equitable workforce. So, we are not even training managers – then we are
hiring managers replicating the same type of mindset– that’s not going to move us
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very far. And that is part of the problem, too. Our training is not conducive to
building an inclusive workforce.
Right after George Floyd’s murder, I sent an email – after receiving one from my
immediate manger—and I elaborated a bit further. I asked her, ‘are we not saying
anything to staff?’ I stated, ‘I am very shocked that state departments aren’t.
Each director should be saying something, and I can’t say for every department,
but something in response to what is currently happening, and it should be on
their website.’ And there was nothing until months later. I made
recommendations to add to the department’s training calendar.
Respondent 6 described her personal experience with cultural barriers in the
workplace over the last year,
I would just expound on my experience over this last year, because we know this
has been a challenging year with the pandemic and all the racial tension. When
George Floyd was murdered, I could not even hardly function. I will be honest:
Coming to work was very difficult, and thank God I was working from home.
But it just appeared to me that the White colleagues – they did not understand.
Business was business as usual. I was expected to be in leadership meetings, and
function, and communicate, and engage, and everybody is asking, ‘Well, what’s
wrong?’ It really made me angry. I hate to say that word, but, I was angry; I was
hurt…for them to not even understand or have any feeling of what was going on.
Basically, that is a cultural barrier, and I took it upon myself – some of my team
members, they said, ‘we need to talk about this stuff. We want to talk about it, we
want to have team meetings, we want to understand.’ And I learned that many of
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them just – they did not know. They just do not have a clue of what we go
through as Black individuals, period.
And so, that was a cultural barrier. It was an awakening for many of my
employees, but at the leadership level, they are just aloof to what is going on.
They do not care. Leadership from the top does not care. I sent an email to our
public affairs office wondering when our director was going to send something
out – send a statement out regarding the killings – all the killings – and it was
pushed off for a long time. Then he finally sent something out, but it was an
afterthought. Everything was an afterthought.
Respondent 9 also described her experience with cultural barriers as a Black
leader in California state government,
At my previous department, you could count on your hand how many Black
people were there in the building. Over there, I could not get anything done. No
projects until one White lady came in, and then everything that I said was gold. I
was not allowed to question anything. Currently, the cultural barriers are we
barely hire anybody that is the same color as me. When we do, there is always a
problem, and you need to be aware, and you need to watch out.
One time, I was asked the question—we were at a meeting with a whole bunch of
execs—and my boss at the time, Caucasian, asked, ‘is it okay if I ask you this, but
did you notice that you were the only Black person in the room?’ And I said,
‘Yes, I did.’ And I noticed how they all asked me questions, too. And how the
questions they asked me were harder than all the questions they asked everybody
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else, even though I'm the little person in the room that shouldn't be answering all
those questions.
Other cultural barriers that I get from my organization would be trying to work
with the other half of our branch. I was met with, ‘well, the other half of our
branch doesn't really want to work with us. I don't think you need to bother them.
Let them do their own thing.’ And so, the leader of the other half is an African
American woman, who is awesome. I have worked with her before. I totally
respect her. And so, I knew that I would not have any issues if I went to her and
talked to her, but I was told by my unit that I'm not allowed to necessarily do that
unless they give me the green light to go and talk to her.
Respondent 11 explained why her department has cultural barriers that exist,
I think we are in a time right now where it seems like everything fell apart in
2020. Now everybody is rushing out to get a diversity, equity, and inclusion plan
or training in place. I am trying to find those people of color to kind of help set it
up and/or mend some of the issues that they might see within the organization.
And, I have seen that this approach is backfiring on individuals.
So again, new organization like the one has so many individuals coming from so
many different departments, bringing in their own culture. Therefore, we have
not established culture, within our organization, and we are really trying to get
some type of structure around it. And build it. The thing is, that you are
supposed to build it from the ground up, I mean, from the very beginning. And
that is not how we were able to establish it within our organization, because we
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came in and immediately and started hiring because we were a new department
with work to do.
Table 13 shows the frequency of the participants’ responses.
Table 13
Cultural Barriers

Research Sub-Question 8
The following interview prompt was designed to solicit answers for Research
Sub-Question 8: “Please describe stereotype barriers you have encountered in your
experience as a leader in CA government.” Three themes emerged from participants’
responses. The data recorded in Table 14 categorized the salient themes that emerged
from participants’ responses to Research Sub-Question 8 when they were asked to
describe the stereotype barriers they had experienced as Black women in positions of
leadership in California state government. Half of the respondents mentioned the first
theme. The next two themes were each mentioned by 33% of respondents. Furthermore,
58% of all respondents indicated they experienced two or more of the stereotypes.
The following responses were noted from the study participants based on the three
major themes that emerged. Respondent 1 described her experience with being
stereotyped,
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If I speak out over a concern, what I notice is – when a White man brings up an
issue, it is a concern. I bring up the same issue, and I am complaining, or I am
bickering about something. If I am super passionate, which I am – well, I cannot
say the agency. The people that we serve are issues that I am super passionate
about. And when I am firm on trying to get a point across or trying to make a
change, people take it like I am being aggressive or that I am angry, or I am
stirring up trouble. And it is just not what it is. I just get excited because I care.
Another incident with being stereotyped occurred when I friended a coworker on
Facebook. My family does a lot of camping. We do a lot of recreational vehicle
(RV) camping and horseback riding from April until October. Every weekend, we
are at somebody’s ranch, and we are ranching it up. One of the comments that I
got at work was, ‘you guys are different kind of Black people. You guys have
money. And you guys have houses. And you guys go have an RV, and you
travel.’ I was like, ‘no, that is what Black people do.’ So it was shocking that
they thought that we do not live or have lives or we do not have the same family
dynamics or lifestyle dynamics that they do. And that shocked me that they were
really surprised that I had things or that I had gone to college and have traveled.
They were just really surprised, or that I even had a business outside of the state.
Respondent 2 shared two experiences where she felt she was being stereotyped,
in some instances, I have dealt with stereotypes just by being a woman. So, if you
look at that, some things do not come across because you are a person of color.
And the line is so thin you cannot really tell. I had an employee, a White male,
pop me on my butt, a subordinate. I am like – what the hell? So, that is a very
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subtle issue to deal with. And I have also had a White male supervisor question
me about my education and my writing skills in such a way like – where did you
learn that? And what college did you go to? And who taught you that? Those
kinds of questions were very demeaning, pointed, and happened in private, one on
one. So it is their word against mine.
In addition, Respondent 4 recalled an occasion when, ‘a coworker asked me,
because I was pregnant with my daughter, did I know who my baby daddy was.’ Also,
Respondent 7 elaborated on her experience with being stereotyped,
An incident happened to me while in management. This one particular Caucasian
Chief Executive Appointee (CEA) said that I had anger issues. Now I had said 10
words to this woman, but it was because I would not let her speak to me any type
of way, because usually when people get started with all that, the first thing I tell
them is, ‘I do not know who you are speaking to, but I am not your child. You
will not speak to me that way.’
Respondent 8 also described an experience she had with being stereotyped,
When I first came to Sacramento, I would go and meet with legislators. And they
would all say, ‘where are you from?.’ Ask me questions, personal things about
myself. And the one question I always was asked was, ‘well, how did you get
here?’ And I always thought they were asking me did I fly up? That type of stuff
like that, because I did commute back and forth for a while. And then, I realized
they were asking me, ‘how did a Black woman like you get into the position that
you are in?’ And it took me a while. And I was like, ‘oh, that's what they're
asking me.’ Because they were used to, most of my colleagues were male, White.
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And you saw females, you know, they were White, but they did not see Black
lobbyists. And for the department that I now work for, the position was created
for me because of my profession.
Respondent 10 also shared her experience dealing with stereotype barriers,
I have been perceived to be that angry Black person, because I am speaking out
on something. Or I am just giving my opinion, that somewhat feeling of
intimidation. It is like, I am actually smart. It is not that I am trying to make you
feel less than. So, when I am giving you advice or my opinion, you are feeling
like ‘oh, you are irrelevant,’ and that is an unfortunate thing.
I am glad that I have joined state service. However, it has been an eye-opening
experience; you really have to fight hard to promote. You are the ones that are
coming in early, staying late, doing what you can to make sure the work gets
done. It takes a lot.
Table 14 shows the frequency of the participants’ responses.
Table 14
Stereotype Barriers
N
Respondents
12

Frequency
6

Percent
50%

Being a woman and being Black

12

4

33%

Questioning education or esthetic attributes
and lifestyle

12

4

33%

Stereotype Barriers Major Themes
Angry, unapproachable, intimidating, or
having an attitude
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Key Findings
Twelve participants were interviewed to explore the phenomenological lived
experiences of Black women who pursued leadership positions with northern California
state government. There were 32 key findings that resulted from (a) the major themes,
(b) a review of the data, and (c) frequency of the study participants’ responses. The
following key findings identify the themes that have the highest frequency related to the
supports Black women in positions of leadership in California state government received
and the barriers they have encountered:
•

Personal supports received

•

Organizational supports received

•

Cultural supports received

•

Stereotype supports received

•

Personal barriers encountered

•

Organizational barriers encountered

•

Cultural barriers encountered

•

Stereotype barriers encountered
Summary

The purpose of this qualitative phenomenological study was to understand and
describe the lived experiences of Black women leaders at the Staff Services Manager I,
II, and III levels in addition to the Career Executive Appointment position within
northern California state government. The researcher asked eight open-ended, semistructured interview questions. The study participants were invited to share their lived
experiences regarding the phenomenon of pursuing leadership positions in California
123

state government with respect to the supports they received and barriers they
encountered.
The data were analyzed using NVivo software and intercoder triangulation by
enlisting the support of qualified peers to reduce researcher bias when examining the data
to identify emerging themes.
Two central research questions guided the study:
1. What are the lived experiences of Black women in their roles as leaders in
California state government positions with respect to personal supports,
organizational supports, cultural supports, and stereotypical supports?
2. What are the lived experiences of Black women in their roles as leaders in
California state government positions with respect to personal barriers,
organizational barriers, cultural barriers, and stereotypical barriers?
The themes receiving the highest frequency in response rate that emerged from the
questions referencing supports received were:
•

Personal support was mentioned by 83% of respondents, and they identified
that their personal support came from one supportive manager or department
leadership.

•

Organizational support was mentioned by 67% of respondents, and they
attended a leadership academy, training, and/or conferences that contributed
to their organizational support.

•

Cultural support was mentioned by 50% of respondents, and they received
minimal or no cultural supports in their roles as Black women leaders in
California state government.
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•

Stereotype support received a 50% response rate from the study participants,
who reported executive leadership and managers who were White men or
women as preventing them from being stereotyped.

The themes that emerged for Question 2, which focused on barriers encountered, were:
•

Personal barriers had two themes with the greatest frequency, totaling 41% of
the study’s participants. The two themes were significant, because 10
participants shared that they identified with personal barriers of being
stereotyped about esthetics, race, gender, or their name. The second theme
referenced a lack of support in their position as Black women in leadership.

•

For organizational barriers, 41% of the study’s participants indicated they
were hindered intentionally from promotional opportunities, and/or the
department’s hiring practices and panels lacked diversity. Additionally, 33%
of respondents referenced a lack of communication or access to information as
organizational barriers they encountered.

•

Cultural barriers received a response rate of 67%. Eight participants cited that
a cultural barrier was a lack of diversity and inclusion in their workplace.
Moreover, 58% of respondents stated they had dealt with organizations that
placated cultural acceptance and/or tolerance of their race as Black women.

•

Stereotype barriers had a response rate of 50% of all study participants, who
indicated they were labeled as being angry, unapproachable, intimidating, or
having an attitude throughout their careers as Black women in leadership.
Additionally, three themes received a 33% response rate. Respondents
described incidents with tone policing or being silenced in the workplace.
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Furthermore, four participants (33%) implied they were questioned about their
credentials, education, esthetics, and their lifestyle.
Consequently, Black women are underrepresented in California state government
positions of leadership. Chapter IV presented the data collection process, procedures,
and key findings from reviewing the data gathered. Chapter V concludes the findings
covered in Chapter IV. Chapter V explores these findings further with reference to the
literature reviewed and the data examined through the CALHR agency that classifies the
level of leadership positions Black women hold in northern California state government.
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CHAPTER V: FINDINGS, CONCLUSION, AND RECOMMENDATIONS
Overview
In this phenomenological qualitative research study, the lived experiences of 12
Black women in positions of leadership with northern California state government were
explored. A thorough analysis of data collected from interviews and observations led to
32 themes from 146 frequencies.
Findings, conclusions, and recommendations are outlined in this study’s final
chapter. This chapter begins with a discussion of the study’s major findings as well as
unexpected findings. Moreover, the researcher provided an overview of the conclusions
drawn based on the outcomes of the research and an in-depth review of the literature.
The implications for action are described in this chapter, and so are the recommendations
for further research. In addition, the chapter includes a discussion of how future studies
could expand on this research and provide further insight into the lived experiences of
Black women in positions of leadership within northern California state government.
This chapter concludes with the researcher’s closing remarks and reflections.
Purpose Statement
The purpose of this phenomenological study was to explore the lived experiences
of Black women in their roles as leaders in the California state government with respect
to support received and barriers encountered.
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Research Questions
This study was guided by the following research questions:
1. What are the lived experiences of Black women in their roles as leaders in
California state government positions with respect to personal supports,
organizational supports, cultural supports, and stereotypical supports?
2. What are the lived experiences of Black women in their roles as leaders in
California state government positions with respect to personal barriers,
organizational barriers, cultural barriers, and stereotypical barriers?
Research Sub-Questions
Eight research sub-questions were developed to help answer the study research
Questions:
1. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
personal supports?
2. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
organizational supports?
3. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
cultural supports?
4. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
stereotypical supports?
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5. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
personal barriers?
6. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
organizational barriers?
7. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
cultural barriers?
8. What are the lived experiences of Black women in their roles as current and
former leaders in California state government positions with respect to
stereotypical barriers?
Methodology
The research design selected for this study was the phenomenological
methodology. Patton (2015) asserted that the philosophical interpretation of
phenomenology occurs when individuals only know what they experience. Moreover, an
individual’s initial understanding comes from the sensory experience of the phenomenon.
Additionally, “to fully understand the phenomenon, it must be described, explicated and
interpreted” (Patton, 2015, p. 116). This research design was selected to study the lived
experiences of Black women in California state government who have achieved positions
of leadership. According to McMillan and Schumacher (2010), "the phenomenological
methodology aims to transform the lived experience into a description of its ‘essence’,
allowing for reflection and analysis of the phenomenon” (p. 32).
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The qualitative research method allowed the researcher to thoroughly explore the
phenomenon and utilize inductive logic through open-ended, semi-structured interviews
with the study’s participants. According to Patton (2015), using inductive analysis
permits the researcher to understand multiple inter-relationships occurring among several
dimensions without making prior assumptions; therefore, as themes emerge, meaningful
discovery that leads to additional questions from observation and interviewing
participants can occur. In addition to interviews, the researcher used artifact collection to
gather the data from the study participants.
Major Findings
The research questions were answered through a comprehensive analysis of the
eight sub-questions. Chapter IV presented the key research findings and results of the
coding of themes, including the frequencies from the study participants’ responses. In
this chapter, a summary of the major findings is presented regarding each of the eight
sub-questions.
Research Questions
1. What are the lived experiences of Black women in their roles as leaders in
California state government positions with respect to personal supports,
organizational supports, cultural supports, and stereotypical supports?
2. What are the lived experiences of Black women in their roles as leaders in
California state government positions with respect to personal barriers,
organizational barriers, cultural barriers, and stereotypical barriers?
To answer these questions, qualitative data were collected through virtual
interviews with 12 Black women in positions of leadership with northern California state
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government. The questions were peer-reviewed and tested through a pilot study. The
researcher protocol involved semi-structured, open-ended questions to explore the
phenomenon of the supports and barriers Black women experienced in pursuit of and/or
in their leadership roles in California state government. The major findings for this study
are offered by addressing the data generated from the study participants’ responses to the
research questions.
Sub-Question 1. The interview prompt for Sub-Question 1 was, “Please describe
personal support you received in your experience as a leader in CA government.”
Major finding. The major finding revealed that Black women received personal
support from one supportive manager or from department leadership. Eighty-three
percent of the participants mentioned this theme. These participants' experiences
constitute a major finding because they are supported by literature expressing that Black
women adopt social, communal learning within organizations to achieve their personal
and professional objectives (Delany & Rogers, 2004). Many of the participants conveyed
there was one person or a leader in management who saw their potential. However, to
achieve their success, they had to seize the opportunity through their will to succeed.
As a second major finding, 41% of the study's participants obtained personal
supports from Black men or Black women. This theme aligns with literature citing that
Black women have found benefits from mentoring relationships that provide support,
inspiration, and guidance in developing their leadership abilities; this is critical for their
career advancement (Bell, 2015; Davis, 2009; Shepard, 2015). As an additional theme,
33% of participants stated their supports were directly related to coaching and mentoring
they had received throughout their career in state government. The study participants'
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statements align with the research literature and ring true for Black women who have
gained leadership positions in state and federal government agencies.
Conclusion. Based upon these findings, it is concluded that without personal
support, advancement opportunities for Black women are diminished.
Recommendation for action. If it is truly the intent of California state
government to have a more inclusive and diverse workforce, it is recommended that
training in leadership be provided for minority candidates, particularly Black women, and
that those candidates who complete the training successfully be assigned qualified
volunteers who will serve as mentors for them.
Sub-Question 2. The interview prompt for Sub-Question 2 was, “Please describe
the organizational support you have received in your experience as a leader in CA
government.”
Major finding. Half of participants expressed having received support through
training, conferences, and a state-sponsored leadership academy. Although this
opportunity was available to half of the study's participants, 33% of participants
explained they received no or minimal organizational support. Moreover, two additional
themes received 33% of the participants' responses, who noted the organizational support
they received from mentoring and/or management.
It is important to note a similarity in both the personal supports received and the
organizational supports received. The similarity illustrates that the same supports were
not available to everyone; the resilience within these women caused them to seek support
through varying channels accessible to them in their pursuit of leadership positions within
the California state government. Moreover, Delany and Rogers (2004) established that
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Black women, through the adoption of social and communal learning, have tapped into
both organizational and personal supports to further themselves personally and
professionally.
Conclusion. Based upon these findings, it is concluded that Black women will use
organizational supports if they are available. However, despite policies outlining the
need for support for Black women advancing to leadership positions, organizational
supports for them do not exist fully throughout California state government. The
determination of whether sufficient organizational supports exist cannot be left in the
hands of current evaluators, because they will continue the status quo.
Recommendation for action. An independent oversight committee that consists
of Black women and other racial minorities from inside and outside of California state
government employment must be created and given the authority to provide a yearly
assessment of organizational supports provided to racial minority candidates aspiring to
leadership positions, and they also must be given authority to recommend changes to
organizational policy and practice regarding supports.
Sub-Question 3. The interview prompt for Sub-Question 3 was, “Please describe
cultural support you have received in your experience as a leader in CA government.”
Major finding. Eight of the 12 respondents (67%) stated they received minimal or
no cultural supports as Black women in leadership positions in California state
government. Although the major finding reflects most of the study participants received
little to no support, it is equally important to identify how the support that was received
was obtained. According to Packer-Williams and Evans (2011), Black women cultivate
skills and build safety networks within organizations to achieve personal and professional
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objectives. The data gathered through this research show that this is what Black women
have done to achieve some level of success.
Three additional themes emerged from the data, all receiving 25% of participants’
responses. Three participants were able to receive cultural support through diversity and
inclusion training; three obtained support from external cultural organizations, peers, and
other minorities; and three received support through informal networks.
Conclusion. Based on these findings, it is concluded that 67% of Black women
did not receive cultural support from their state government organization. The Black
women who did access some semblance of cultural support did so through external
organizations or through the state department training, which was required to comply
with the labor laws.
Recommendation for action. As social unrest and sensitive race relation issues
heighten in the United States, the California state government must create a task force to
ensure state departments take diversity, equity, and inclusion seriously in state
government agencies. There needs to be a level of accountability for each state
department.
Sub-Question 4. The interview prompt for Sub-Question 4 was, “Please describe
support you have received that prevented you from being stereotyped in your experience
as a leader in CA government.”
Major finding. Six of the study participants shared they received anti-stereotype
support by executive leadership or by a manager who was either a White man or a White
woman. Furthermore, 41% of the study’s participants stated they received no support
that prevented them from being stereotyped. Based on the major findings, it is crucial
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that Black women receive support that prevents them from being stereotyped. The effect
that stereotypes have on “Black women result in a heightened awareness of their
differences in the workplace and manifests itself in their sense of psychological safety”
(Catalyst, 2020, para. 5).
The researcher also found that Black women leaders described the emotional toll
that stereotypes have on their perception of self. Stereotypes cause them not to fully
embrace their authentic selves in the workplace. People in positions of authority must
have some level of accountability whereby decisions are not solely based on their
personal analysis or perception of an individual’s value; decisions should be based on the
candidate’s ability to perform his or her job. Moreover, not all individuals who are in
positions of authority are leaders; however, an effective leader’s intention should be to
empower, inspire, and motivate people to become the best version of themselves. Based
on the data gathered, there is clear evidence that workplace stereotypes do exist. The
researcher believes that each individual circumstance is different. Although those in
positions of authority might not be able to address each incident when someone is
ostracized or being stereotyped, when the opportunity presents itself, managers should do
everything within their power to address those situations when they occur.
Conclusion. Based on these findings, half of the study’s participants had either a
White man or a White woman who prevented them from being stereotyped in the
workplace. The other 50% did not have that same support. Stereotypes can be harmful
over time. Also, they are intrusive and are based on personal biases or assumptions, and
they should be addressed timely.
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Recommendation for action. Although the researcher understands that personal
biases exist and all issues surrounding stereotypes cannot be solved, it is recommended
that the state examines the effects of a homogenous workforce and its impact on the
organization’s performance. Moreover, the state should use that information to provide
training to its employees. Additionally, employees need to have a formal complaint
process to report stereotype incidents.
Sub-Question 5. The interview prompt for Sub-Question 5 was, “Please describe
personal barriers you have encountered in your experience as a leader in CA
government.”
Major finding. Two themes were referenced five times, which represented 41%
of the participants’ responses. Personal barriers described by the participants included
stereotypes, esthetics, race, and name; this constituted one theme. The next theme was a
lack of support. The final major finding showed that one-third of participants received no
opportunity and no recognition, and they were silenced in the workplace.
Based on the literature reviewed, the researcher concluded the data gathered from
the study’s participants confirmed the impact that these negative stereotypes have on
Black women’s ability to be seen as equal, competitive, or competent to non-minorities,
specifically White women. Moreover, until California state government can address
workplace bias, systemic oppression, racism, and stereotypes in a statewide manner, there
is a chance that the perspective of Black women’s experience within organizations where
these barriers exist will not be acknowledged. Furthermore, external training is necessary
to bring self-awareness for those individuals who are unable to admit their role in
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hindering progress and/or blocking opportunities for Black women and other minorities
in the workplace.
Conclusion. Based on these findings, it is concluded that Black women
experienced the following personal barriers in state government: being stereotyped based
on their appearance or name, lack of recognition, and/or being silenced. These barriers
currently exist in California state government and are why Black women continue to be
underrepresented in leadership positions with the California state government.
Recommendation for action. Assembly Bill 105, "The Upward Mobility Act of
2021," introduced on December 14, 2020, was designed to establish legislation that will
hold the California state government accountable for its hiring practices. The researcher
recommends that the data from this dissertation be used in support of Assembly Bill 105.
The bill's analysis already includes a review of the CALHR data on Black women's
demographics in leadership positions. This study provides insight into what personal,
organizational, and cultural barriers exist and the challenges Black women face when
pursuing leadership positions with the California state government.
Sub-Question 6. The interview prompt for Sub-Question 6 was, “Please describe
organizational barriers you have encountered in your experience as a leader in CA
government.”
Major finding. Two themes were referenced five times, which represented 41%
of the study's participants. The first theme indicated that participants experienced
intentional hindrances of promotional opportunities. The second theme addressed a lack
of diversity on hiring panels with the California state government.
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The research literature describes similar challenges Black women have faced when
pursuing leadership positions in state government that also exist in federal and corporate
organizations (Sanchez-Hucles, 2010). Specific barriers identified in the literature were
race, gender, and the glass ceiling; these have hindered women from advancing in their
careers (Whitehead, 2017). Moreover, Candia-Bailey (2016) reported that some of the
barriers Black women have faced when trying to advance their careers are visible and
invisible obstacles. Furthermore, the United States Equal Employment Commission
(2019) enacted the Glass Ceiling Act of 1991, which prescribes penalties in intentional
employment discrimination cases regarding disparate impact actions from the employer.
The researcher found these two major themes significant because they align
together and hinder Black women's ascension into leadership roles within the California
state government. Assembly Bill 105 was introduced in light of the unrest following
George Floyd's death, which unpinned social unrest and openly displayed the disparity
towards Black people in the United States. The bill was introduced by Assembly
Member Holden, which mentioned that California's state workforce for entry-level
positions is diverse. However, few minorities or women hold high level positions in the
California state government (Venteicher, 2020). The CALHR data reflect this
phenomenon described by the Black women in this research study that Black women
hold fewer leadership positions than White men or White women.
Conclusion. Based on these findings, it is concluded that Black women have
experienced organizational barriers that align with personal barriers presented in
Research Sub-Question 6. Participants were intentionally hindered from promoting in
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California state government. Additionally, they experienced a lack of diversity and
inclusion in hiring panels.
Recommendation for action. More than half of the study participants suggested
that the California state government abolish their hiring process and employ an external
organization to revamp its hiring process. Additionally, they should remove names from
the applications, institute a numbering system, and rate applications based on applicants’
experience and qualifications. Moreover, all panels should be monitored by a third party
that is neutral to the hiring department to further eliminate personal bias and issues of
nepotism during the hiring process.
Sub-Question 7. The interview prompt for Sub-Question 7 was, “Please describe
cultural barriers you have encountered in your experience as a leader in CA government.”
Major finding. Eight of the study participants indicated they had experienced a
cultural barrier due to a lack of diversity and inclusion in the workplace. Wilson (2014)
stated that research shows that groups comprising different intercultural competencies
significantly outperform homogenous groups. Based on this finding, it is essential to
note that the California state government's inability to promote cultural diversity and
inclusion can also hinder the organization's success.
The second major finding had a frequency of seven. It represented 58% of the
study participants’ responses. These participants had experienced coworkers’ placating
cultural acceptance and tolerance. The findings are significant because 7 of the 12
participants expressed the lack of sincerity shown to them when cultural issues presented
themselves. Intolerance of cultural identity can have significant consequences in the
workplace that lead to discrimination. Therefore, the California state government needs
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to support and promote cultural awareness to establish a culture of acceptance of ethnic
and racial differences.
Conclusion. Based on these findings, it is concluded that participants experienced
cultural barriers in the workplace. The cultural barriers were related to diversity and
inclusion and concerns that their employers only placated their cultural well-being. This
further illustrates the need for cultural acceptance in an organization's work culture.
Recommendation for action. Cultural diversity, equity, and inclusion is a major
concern for California state government. There is systemic oppression that exists in
California state government. Racial tolerance cannot be taught; it is a choice. However,
if the state wants to address these issues around a lack of diversity, equity, and inclusion
in the workplace, then state departments need to be transparent and provide report cards
on their department demographics, emphasizing the executive level positions and how
long non-minorities held those positions.
Sub-Question 8. The interview prompt for Sub-Question 8 was, “Please describe
stereotype barriers you have encountered in your experience as a leader in CA
government.”
Major finding. Half of the participants experienced stereotype barriers.
According to Riley (2010), critical race theorists asserted that racism in society is a factor
that impedes the progress of minorities. Six participants shared that they faced stereotype
barriers in their workplace based on a perception of who they were. These stereotypes
implied they were unapproachable, intimidating, aggressive, and angry. Moreover, other
literature has revealed that when negative stereotypes target social identity, the associated
risk can disrupt and undermine an individual's performance and confidence.
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The literature aligns with Black women leaders' lived experiences in the California
state government. Although an employer cannot control personal perceptions that people
hold about one another, women experiencing negative stereotypes should not be silenced
but empowered to report incidents without fear of reprisal.
Conclusion. Based on these findings, 50% of the study’s participants experienced
being stereotyped. Moreover, issues related to Black women being stereotyped were also
noted in personal, cultural, and organizational barriers. It is concluded that stereotypes
are a known behavior that exists in California state government. However, some Black
women had allies who prevented their being stereotyped or who addressed concerns
when they were stereotyped.
Recommendation for action. The issue with stereotypes is not just germane to
Black women and will continue to exist in the workplace. Moreover, education is the
best defense that the California state government can use to inform employees about the
negative implications and harm that stereotypes can have on people’s psyche and their
ability to perform their jobs.
Unexpected Findings
The researcher found that diversity and inclusion presented themselves in two
themes that emerged under supports. A collective 33% of the study participants benefited
from supports that included diversity and inclusion training. Diversity and inclusion
were also found in two themes that emerged under Black women leaders' barriers in state
government. It is vital to address the barriers that far exceeded the supports in the data
analyzed. California has not done its part in ensuring diversity and inclusion are part of
the state government’s current culture.

141

The researcher interviewed 12 Black women in positions of leadership within
northern California state government. Four of the participants were at the Staff Services
Manager I entry level management position, two were Staff Services Manager II's, and
one was a Staff Services Manager III. The remaining five study participants were Career
Executive Assignments or Appointees. The researcher found that no matter what level of
leadership these Black women had achieved, their support and barriers were similar at
each level. There was no escaping the barriers that they experienced from peers or
executive leaders above them.
One final unexpected finding that the researcher found was 25% of the study
participants indicated they received a lack of support from other Black people.
Conclusion
Recommendation 1
In this research study, the target population was limited to Black women in
positions of leadership within the Staff Services I, II and III series in addition to the
Career Executive Appointee/Assignment positions. The recommendation for a future
study is to broaden the classification level and potentially consider both Black men and
Black women who are interested in pursuing positions of leadership in California state
government.
Recommendation 2
Another recommendation for a future qualitative phenomenological research
study should involve examining the length of time it takes Black women to move through
the management series. The length of time it took for each participant to navigate
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through the initial ranks within California state government to the highest sought-after
position was not identified in this study.
Recommendation 3
The goal of the study was to examine and understand the supports and barriers
Black women experienced in their roles as leaders in California state government. Future
research should explore the psychological challenges that Black women experience in
pursuit of promoting within California state government and how those challenging
experiences have shaped their future aspirations in California state government and in
life.
Recommendation 4
Another consideration for future research should involve exploring a case study
whose focus is examining the effectiveness of the Equal Employment Office (EEO)
function within the California state government. Through their direct personal
experience, participants in this study identified that the EEO staff within the California
state government generally put the state's interest above their concerns or complaints.
For the state to move away from complicit bias, the researcher believes that an external
organization should investigate EEO claims against state departments from their
employees.
Concluding Remarks and Reflections
After reviewing the literature and interviewing 12 Black women in former or
current positions within the California state government, the researcher concludes that the
literature and the data collected from the CALHR agency support the researcher's initial
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analysis of the problem that Black women remain underrepresented in leadership
positions in northern California state government.
The researcher faced challenges locating current scholarly research to examine the
research questions about Black women's supports and barriers in the California state
government. To date, there were no research studies that examined this phenomenon for
the northern California state government. If a study does exist on this topic, the
researcher was unsuccessful locating it. The literature found was dated; however, the
researcher was able to explore supports by researching two dissertations exploring the
phenomenon with Black women leaders at the federal government level (Bell, 2015;
Sanchez-Hucles, 2010). Moreover, much of the literature found also mentioned the
limited pool of research available for Black or African American women leaders in the
workplace. Articles that depicted the Black woman's lived experience have traditionally
been limited to non-scholarly external sources that examine and describe the lived
experience of Black women in leadership roles.
Conducting this research has helped me better understand the challenges I faced
personally in state government when trying to advance my career. I have worked for the
state of California for 33 years. I hold a diploma in business management, a master's in
business administration, and upon completion of my dissertation, a doctorate in education
with an emphasis on transformational leadership and change. I currently hold the
position of Staff Services Manager I (Specialist) with the northern California state
government, which is the entry level of the management series.
During my personal journey to achieve leadership positions with California state
government, many of those opportunities were thwarted by several of the themes
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identified in this study. However, I can attest to a few good managers who saw my
potential and supported my efforts. But often, they were not the final decision makers to
help move my career forward.
I am grateful for my personal experience within state government that led me to
seek higher education outside of state training. If it were not for my own lived
experience, I would not have been able to bring light to a topic that is near to my heart.
This study's focus and intention are to bring awareness to an issue that needs to be
addressed in state government. Black women, when allowed to lead, generally have a
high degree of success. According to R. Thomas et al. (2018), “America has made
minimal progress in improving women’s representation in the labor workforce, but
women of color are the most underrepresented group of all, lagging behind white men,
men of color and white women” (p. 5).
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APPENDIX C
Email - Participation Request Letter
STUDY: Black Women in Positions of Leadership in California State Government
November 16, 2020
Dear Prospective Study Participant,
You are invited to participate in a phenomenological study to investigate how Black
women leaders in California state government achieved positions of leadership with
respect to supports and barriers encountered in the workplace. This study's principal
investigator is Tonia Burgess, a Doctoral Candidate at Brandman University's Doctor of
Education in Organizational Leadership program. You were selected to participate in this
study because you meet the criteria: you have two or more years of experience managing
programs or staff within the classification of Staff Services Manager I, II, or III and or
Career Executive Appointee with the state of California. California state governments
have approximately 219,000 employees, with more than 50 percent of that population
residing in Northern California.
There is one aspect to this study, which includes a virtual on-line Zoom interview. The
interview should take approximately 45-60-minutes to complete. Your participation is
entirely voluntary, and you may withdraw from the study at any time without
consequence.
PURPOSE: The purpose of this phenomenological study is to explore the lived
experiences of Black women in their role as leaders in California state government with
respect to support received and barriers encountered.
PROCEDURES: If you should decide to participate in the study, you may proceed with
the electronic consent form. The researcher will then contact those interested participants
to schedule an interview.
RISKS, INCONVENIENCES, AND DISCOMFORTS: There are minimal risks to
your participation in this research study. It may be inconvenient to spend up to one hour
in the interview. However, the interview session will be held at an agreed-upon time to
minimize this inconvenience.
POTENTIAL BENEFITS: There are no major benefits to you for participation;
however, your input and feedback could help add to the body of research regarding
factors that support other Black women who seek positions of leadership in California
state government. This study intends to inform researchers, policymakers, educators, and
advocacy groups that support women in leadership. Additionally, the findings and
recommendations from this study will be made available to all participants.
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ANONYMITY: Records of information and or artifacts that you provide for the research
study, and any personal information you provide, will not be linked in any way. It will
not be possible to identify you as the person who provided any specific information for
the study.
You are encouraged to ask questions at any time that will help you understand how this
study will be performed and or how it will affect you. You may contact me at [redacted]
or by email at tburgess@mail.brandman.edu. You can also contact Dr. Phil Pendley by
email at pendley@brandman.edu. If you have any further questions or concerns about
this study or your rights as a study participant, you may write or call the Office of the
Executive Vice Chancellor of Academic Affairs, Brandman University, 16355 Laguna
Canyon Road, Irvine, CA 92618, (949) 341-7641.
Respectfully,
Tonia Burgess,
Doctoral Candidate, Brandman University
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APPENDIX D
Informed Consent Form
RESEARCH STUDY TITLE: Black Women in Positions of Leadership in California
State Government
RESPONSIBLE INVESTIGATOR: Tonia Burgess, Doctoral Candidate
TITLE OF CONSENT FORM: Consent to Participate in Research
PURPOSE OF THE STUDY: This study is being conducted for a dissertation for the
Doctor of Education in Organizational Leadership program at Brandman University. The
purpose of this phenomenological study was to explore the lived experiences of Black
women in their role as leaders in the California state government with respect to support
received and barriers encountered.
PROCEDURES: In participating in this research study, I agree to participate in audiorecorded, virtual online interview. The interview will take place, via Zoom call, and will
last approximately an hour. During the interview, I will be asked a series of questions
designed to allow me to share my perceptions of how I achieved a position of leadership
with the state of California as a Black woman.
I understand that:
a) The possible risks or discomforts associated with this research are minimal. It
may be inconvenient to spend up to one hour in the interview. However, the
interview session will be held at an agreed upon location, to minimize this
inconvenience.
b) I will not be compensated for my participation in this study. The possible benefit
of this study is to establish precedence for Black women leaders in California
state government with respect to obtaining positions of leadership. The
information from this study is intended to inform researchers, policymakers, and
educators. The findings and recommendations from this study will be made
available to all participants.
c) Any questions I have concerning my participation in this study will be answered
by Tonia Burgess, Brandman University Doctoral Candidate. I understand that
Ms. Burgess may be contacted by phone at [redacted] or email at
tburgess@mail.brandman.edu. The dissertation chairperson may also answer
questions: Dr. Phil Pendley at pendley@brandman.edu.
d) I may refuse to participate or withdraw from this study at any time without any
negative consequences. Also, the investigator may stop the study at any time.
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e) The study will be audio-recorded, and the recordings will not be used beyond the
scope of this project. Audio recordings will be used to transcribe the interviews.
Once the interviews are transcribed, the audio and interview transcripts will be
kept for a minimum of three years by the investigator in a secure location.
f) No information that identifies me will be released without my separate consent
and that all identifiable information will be protected to the limits allowed by law.
If the study design or the use of the data is to be changed, I will be informed, and
my consent re-obtained. If I have any questions, comments, or concerns about the
study or the informed consent process, I may write or call the Office of the
Executive Vice Chancellor of Academic Affairs, Brandman University, 16355
Laguna Canyon Road, Irvine, CA 92618, (949) 341-7641. I acknowledge that I
have received a copy of this form and the Research Participant’s Bill of Rights.
ELECTRONIC CONSENT: Please select your choice below. Clicking on the “agree”
button indicates that you have read the informed consent form and the information in this
document and that you voluntarily agree to participate. If you do not wish to participate
in this electronic survey, you may decline participation by clicking on the “disagree”
button.
The survey will not open for responses unless you agree to participate.
□ AGRE: I acknowledge receipt of the complete Informed Consent packet and “Bill of
Rights.” I have read the materials and give my consent to participate in the study.
□ DISAGREE: I do not wish to participate in the online interview/study.
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APPENDIX E
Videotaping Release Form
RESEARCH STUDY TITLE: Black Women in Positions of Leadership in California
State Government
BRANDMAN UNIVERSITY
16355 LAGUNA CANYON ROAD
IRVINE, CA 92618
I authorize Tonia Burgess, Brandman University Doctoral Candidate, may be video
recorded via (Zoom) per the granting of my permission. I give Brandman University and
all persons or entities associated with this research study permission or authority to use
this video recording for activities associated with this research study.
I understand that the video recording via (Zoom) will be used for transcription purposes
and the information obtained during the interview may be published in a
journal/dissertation or presented at meetings/presentations.
I will be consulted about the use of the video recordings for any purpose other than those
listed above. Additionally, I waive any right to royalties or other compensation arising
correlated to the use of information obtained from the video recording.
By signing this form, I acknowledge that I have completely read and fully understand the
above release and agree to the outlined terms. I hereby release all claims against any
person or organization utilizing this material.

_____________________________________________

_________________

Signature of Participant or Responsible Party

Date
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Brandman University Institutional Review Board- Bill of Rights
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APPENDIX G
Interview Protocol
Interviewer: Tonia Burgess
Interview time planned: Approximately one hour
Recording: Digital voice recorders and Zoom
Written: Field notes
Introductions: Introduce ourselves to one another.
Opening Statement: Thank you for agreeing to spend some time with me today. My
name is Tonia Burgess, and I am a doctoral candidate at Brandman University in the area
of Organizational Leadership. I am a current employee in California State Government.
There is little research on the lived experienced of Black Women leaders in California
State Government. As a Black Woman who aspires to a leadership position in the future,
I am interested in your lived experiences so that they may be a guide to myself and others
as we seek to improve our positions and advance our careers.
Interview Agenda: I anticipate that this interview will take about one hour today. As a
review of the process leading up to this interview, you were invited to participate via
phone call. You were provided the Letter of Invitation and the Participant’s Bill of
Rights along with the Audio Release Form in advance of this interview. Next, I will
begin the audio recorder, ask you for your consent to the interview and recording and ask
a list of questions related to the purpose of the study. I may take notes as the interview is
being recorded. If you are uncomfortable with me taking notes, please let me know and I
will only continue with the audio recording of the interview. Finally, I will stop the
recorder and conclude our interview session. After your interview is transcribed, you
will receive a copy of the complete transcript to check for accuracy prior to the data being
to data analysis. Please remember that anytime during this process you have the right to
stop the interview. If at any time you do not understand the questions being asked, please
do not hesitate to ask for clarification. Are there any questions or concerns before we
begin with the interview? I will be conducting approximately 10-12 interviews with
others like yourself who are current or former leaders in California State Government.
Recording Starts
Consent Question: I have read all consent materials provided to me by Tonia Burgess
and I agree that my participation in this interview is voluntary, that Ms. Burgess may
record the interview, and that I may terminate the interview at any time I wish
(Interviewee indicates yes or no).
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Background Questions:
1. How long did you serve as a leader in California State Government?
2. What positions did you hold?
Content Questions: In preparation for the content questions, I wanted to remind you that
the purpose of this phenomenological study was to determine the lived experience of
your time as a leader in California State Government.
IQ1 – Please describe personal support you received in your experience as a leader in CA
government.
Probe 1 – During your journey to becoming a leader.
Probe 2 – After you became a leader.
Probe 3 – Do you have any documentation to support your answers?
IQ2 – Please describe organizational support you have received in your experience as a
leader in CA government.
Probe 1 – During your journey to becoming a leader.
Probe 2 – After you became a leader.
Probe 3 – Do you have any documentation to support your answers?
IQ3 – Please describe cultural support you have received in your experience as a leader
in CA government.
Probe 1 – During your journey to becoming a leader.
Probe 2 – After you became a leader.
Probe 3 – Do you have any documentation to support your answers?
IQ4 – Please describe support you received that prevented you from being stereotyped in
your experience as a leader in CA government.
Probe 1 – During your journey to becoming a leader.
Probe 2 – After you became a leader.
Probe 3 – Do you have any documentation to support your answers?
IQ5 – Please describe personal barriers you have encountered in your experience as a
leader in CA government.
Probe 1 – During your journey to becoming a leader.
Probe 2 – After you became a leader.
Probe 3 – Do you have any documentation to support your answers?
IQ6 – Please describe organizational barriers you have encountered in your experience as
a leader in CA government.
Probe 1 – During your journey to becoming a leader.
Probe 2 – After you became a leader.
Probe 3 – Do you have any documentation to support your answers?
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IQ7 – Please describe cultural barriers you have encountered in your experience as a
leader in CA government.
Probe 1 – During your journey to becoming a leader.
Probe 2 – After you became a leader.
Probe 3 – Do you have any documentation to support your answers?
IQ8 – Please describe stereotype barriers you have encountered in your experience as a
leader in CA government.
Probe 1 – During your journey to becoming a leader.
Probe 2 – After you became a leader.
Probe 3 – Do you have any documentation to support your answers?
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APPENDIX H
Qualitative Interview Question Development Matrix
Research Questions
RQ1 - What are the lived
experience of Black
women leaders in their
current or former role as
leaders in CA state
government positions with
respect to personal
supports?

Interview Question(s)
IQ1 – Please describe
personal support you
received in your experience
as a leader in CA
government.
Probe 1 – During your
journey to becoming a
leader.
Probe 2 – After you
became a leader.
Probe 3 – Do you have
any documentation to
support your answers?

Source
Literature Review:
(Candia-Bailey, 2016)

RQ2 - What are the lived
experience of Black
women leaders in their
current or former role as
leaders in CA state
government positions with
respect to organizational
supports?

IQ2 – Please describe
organizational support you
have received in your
experience as a leader in
CA government.
Probe 1 – During your
journey to becoming as
leader.
Probe 2 – After you
became a leader.
Probe 3 – Do you have
any documentation to
support your answers?

Literature Review:
(Evans & Chun, 2007)

RQ3 - What are the lived
experience of Black
women leaders in their
current or former role as
leaders in CA state
government positions with
respect to cultural
supports?

IQ3 – Please describe
cultural support you have
received in your experience
as a leader in CA
government.
Probe 1 – During your
journey to becoming as
leader.
Probe 2 – After you
became a leader.

Literature Review:
Benitez (2015), Hayer
(2016), RodriguezChalfant (2018)
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RQ4 - What are the lived
experience of Black
women leaders in their
current or former role as
leaders in CA state
government positions with
respect to stereotypical
supports?

RQ5 - What are the lived
experience of Black
women leaders in their
current or former role as
leaders in CA state
government positions with
respect to personal
barriers?

RQ6 - What are the lived
experience of Black
women leaders in their
current or former role as
leaders in CA state
government positions with
respect to organizational
barriers?

Probe 3 – Do you have
any documentation to
support your answers?
IQ4 – Please describe
support you received that
prevented you from being
stereotyped in your
experience as a leader in
CA government.
Probe 1 – During your
journey to becoming as
leader.
Probe 2 – After you
became a leader.
Probe 3 – Do you have
any documentation to
support your answers?

IQ5 – Please describe
personal barriers you have
encountered in your
experience as a leader in
CA government.
Probe 1 – During your
journey to becoming as
leader.
Probe 2 – After you
became a leader.
Probe 3 – Do you have
any documentation to
support your answers?

IQ6 – Please describe
organizational barriers you
have encountered in your
experience as a leader in
CA government.
Probe 1 – During your
journey to becoming as
leader.
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Literature Review:
(Davies, 2015)

RQ7 - What are the lived
experience of Black
women leaders in their
current or former role as
leaders in CA state
government positions with
respect to cultural barriers?

RQ8 - What are the lived
experience of Black
women leaders in their
current or former role as
leaders in CA state
government positions with
respect to stereotypical
barriers?

Probe 2 – After you
became a leader.
Probe 3 – Do you have
any documentation to
support your answers?
IQ7 – Please describe
cultural barriers you have
encountered in your
experience as a leader in
CA government.
Probe 1 – During your
journey to becoming as
leader.
Probe 2 – After you
became a leader.
Probe 3 – Do you have
any documentation to
support your answers?
IQ8 – Please describe
stereotype barriers you
have encountered in your
experience as a leader in
CA government.
Probe 1 – During your
journey to becoming a
leader.
Probe 2 – After you
became a leader.
Probe 3 – Do you have
any documentation to
support your answers?

Notes:
1. Each research question must be addressed.
2. Interview questions should tie directly to a research question.
3. Each interview question should have a source/rationale for asking it that ties
directly to the purpose and research questions of the study, so the information
acquired addresses the purpose and research questions.
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